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INTRODUCTION 
Recent technological change, accelerated discovery of knowledge in 
the sciences, and expansion of health services have resulted in increased 
demands for professional dietitians and increased diversity in the services 
performed by dietitians. The changing role of the dietitian with its ex­
pansion in complexity and concurrent requirement for higher levels of 
knowledge and skill^ has provided a continuing challenge to the profession 
to critically examine this role and the educational preparation that it 
calls for (1, 62). 
The present research was directed toward such an examination. The 
study was limited to one phase of the professional education of the 
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dietitian — the internship. The administrative aspects of both the 
hospital dietitian's role and internship experiences were investigated. 
The Administrative Role of the Hospital Dietitian 
Although dietitians serve in many capacities in several occupational 
areas, approximately 57 per cent of the over 21,000 members of The American 
Dietetic Association (ADA) are hospital dietitians (50). Three basic areas 
in which the hospital dietitian functions have been described. These are 
therapeutic dietetics, administrative dietetics, and teaching. Research 
^The term, skill, is used throughout this report in its broad connota­
tion of ability to perform specific tasks efficiently. It refers to in­
tellectual tasks as well as manual ones. 
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Although it is recognized that some writers distinguish in meaning 
between the terms, administration and management, they are often used 
interchangeably in the literature. Particularly is this so in the litera­
ture pertaining to dietetics. For this reason, within the context of 
this report, the terms, administer and manage, and their respective 
derivatives are used synonymously to denote type of responsibility rather 
than level of authority. 
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activities may form a part of any of these functions. It is not uncommon 
for one person to perform to some degree in more than one or all of these 
capacities in one position in hospital dietetics (35). 
Administrative responsibilities of the dietitian have been delineated. 
Except in their application to the unique characteristics of food service, 
the responsibilities are not unlike those of administrators and managers 
in other fields of endeavor encompassing, as they do, generally recognized 
functions of management: planning, organizing, staffing, directing, and 
controlling (27, 34, 37, 39).^ 
It is believed by many concerned with the education of the dietitian 
that an understanding of food service administration is basic to effective 
performance as a dietitian regardless of speciality. The following ap­
peared in a 1969 statement of Goals of the Lifetime Education of the 
Dietitian (16, p. 93): 
Managerial competency is essential for all dietitians in their 
particular spheres of endeavor. The provision of nutritional 
care requires effective management of resources — physical 
facilities, finances, and people — to the end that people 
needing care receive it. The emergence of new management 
theories in personal-interactions and the dynamic evolution of 
health care emphasize a need for anticipatory management to 
meet the needs of a rapidly changing demand for professional 
services. 
In a recent study by Hubbard (34) concerned with estimation and identifica­
tion of professional manpower needed for hospital dietary departments, it 
was reported that findings supported the assumption that hospital dieti­
tians in all types of positions performed some of the administrative 
activities for which the dietary department is responsible. 
^Various writers identify the functions of management as from three 
to seven combining or expanding the items listed. 
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In 1959 Johnson (35) indicated that although the roles of the thera­
peutic and teaching dietitian have changed in recent years, it is in the 
administrative role that the greatest change has occurred. Donaldson 
(24) pointed out that technological, social, and economic developments 
in the food service industry have accelerated the need for well-qualified 
food administrators and placed new demands upon dietitians in the area of 
administration. 
In the past two decades, increased size in hospitals, diversifica­
tion of services, and the impact of federal legislation upon hospitals 
have made management in hospital food service more complex (9, 58). The 
evolution of new management philosophies and methods; development of new 
food processing techniques, and food, supply, and equipment items; the 
advent of electronic data processing; increased automation in food service; 
continued rise in the costs of medical care; and increased unionization 
are only a few of the changes that have influenced the administrative role 
of the dietitian and, in turn, have challenged educators concerned with 
preparing the dietitian for this role (9, 24). 
The Dietetic Internship 
The dietetic internship has long been considered an important phase 
in the professional education of the dietitian. This post-baccalaureate 
period provides opportunity for the potential practitioner to put into 
meaningful practice his academically acquired knowledge and Intellectual 
abilities and skills in the professional context in which he will function. 
Ideally, as the dietetic intern develops higher levels of competence in 
performance, he Increasingly identifies with the profession, developing 
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the values and modes of behavior deemed appropriate for a practitioner. 
At the time this research was initiated, there were 65 dietetic in­
ternships in the United States and Puerto Rico approved by ADA (2). Of 
these, 52 were internships in hospitals where emphasis in the curriculum 
was placed on hospital food service administration and therapeutic 
dietetics. Other types of internships available varied according to the 
curricular emphasis. They included seven internships in business and in­
dustry, universities, hospitals, and state institutions and agencies where 
the emphasis was placed on food service administration; a nutrition clinic 
internship that emphasized therapeutic nutrition and nutrition education; 
a combined internship and Master of Public Health degree program with 
emphasis on hospital dietetics and public health nutrition; three co­
ordinated internship and master's degree programs with selection of 
emphasis in clinical nutrition, food management, or general dietetics; and 
a coordinated undergraduate and internship program in medical dietetics. 
In September 1968 approximately 800 dietetic intern appointments had been 
made to these programs for the 1968-1969 year of internship (79). 
The Present Research 
In 1966 the Dietetic Internship Council was formed as part of the or­
ganizational structure of ADA. This was an affirmation on the part of 
educators in dietetics of their responsibility for providing appropriate 
educational programs for dietetic interns as well as recognition of the 
need for improvement of such programs. The primary purpose of the Council 
was indicated to be: "... to promote excellence in the education of 
dietitians with specific attention to programs in the internship (clinical) 
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phase" (29, p. 35). In announcing the organization of the Council, it was 
stated that (29, p. 35): 
A need was felt for: study of the requirements for the total 
education of the dietitian, study of standards for approval of 
dietetic internships . . . , and improvement of the internship 
as an educational experience. 
Piper suggested that when planning sound curricular and clinical 
experiences for dietitians, there are at least four questions that need 
to be considered (53, p. 380): 
(a) Is there a continuing exchange between educators and 
practitioners? (b) Is there continuing evaluation of the cur­
riculum as it relates to the professional demands of positions 
which graduates accept? (c) Is there a request for feedback 
from graduates on how well their education and training prepared 
them to do the job? (d) Is there increasing communication be­
tween educators and practitioners of other health professions to 
insure effective working relationships? 
Questions (b) and (c) are of particular relevance to the present study. 
Very little research is reported in the recent literature concerning 
dietetic internship graduates, the demands of their positions, or their 
opinions of their educational preparation for employment. The determina­
tion of professional demands of positions which graduates accept would 
provide information which may be used as a basis for decision making in 
curriculum planning. Opinions of graduates related to the adequacy of 
their educational preparation for performance in the world of work might 
also provide guidance to curriculum planners in revealing perceptions of 
strengths and weaknesses of programs and possible needs of students to be 
satisfied in future program planning. 
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Purpose and objectives 
The overall purpose of the research was to provide bases for the 
study, evaluation, and possible improvement of educational programs pro­
vided in hospital dietetic internships by investigating the employment 
demands made of recent internship graduates and the perceptions of the 
graduates of the adequacy of their internship preparation. The study 
focused on graduates of hospital dietetic internships and on administrative 
aspects of the first positions of employment in hospital dietetics and the 
internship experiences of these graduates. 
The specific objectives of the study were to; 
1. Determine characteristics of employment-related experiences 
of recent graduates of hospital dietetic internships 
2. Determine the degree to which selected administrative ele­
ments were perceived by graduates to be part of their first 
positions of employment in hospital dietetics 
3. Study relationships between the degree to which selected 
administrative elements were perceived by graduates to be 
a part of their first positions in hospital dietetics and 
the variables; 
a. Area of emphasis of work of graduates' first positions 
in hospital dietetics 
b. Number of other professional staff members in the 
dietary departments of hospitals where graduates 
were first employed 
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4. Identify recent graduates' perceptions of the degree of 
adequacy of their internship experiences in preparing them 
for performance of selected administrative elements in a 
first position in hospital dietetics 
5. Study the perceptions of adequacy of internship preparation 
in terms of relationships to the variables: 
a. Year of graduation from the internship 
b. Size of internship class 
c. Degree to which selected administrative elements were 
perceived by graduates to be a part of their first 
positions 
d. Internship from which graduated 
e. Area of emphasis of work of graduates' first positions 
in hospital dietetics 
f. Area of dietetics in which graduates had major interest 
as dietetic interns 
6. Identify the perceptions of recent graduates of the degree to 
which they had specific internship experiences in selected areas 
of administration 
7. Study the relationships between judgments of adequacy of intern­
ship preparation in selected areas of administration and per­
ceptions of the degree to which graduates had specific intern­
ship experiences in these areas 
8. Obtain and analyze opinions of graduates of strengths and/or 
weaknesses of internship experiences in selected areas of ad­
ministration 
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9. Obtain and analyze opinions of graduates of other internship 
experiences related to administration that graduates considered 
to be of value for curriculum planning. 
Definitions of terms 
To provide clarity and to assist in specifying the scope of this 
study, definitions were accepted for the following terms that appear fre­
quently in this report; 
Hospital dietetic internship; A one year post-baccalaureate pro­
fessional education program for dietitians approved by ADA and de­
signed to provide emphasis in clinical experiences in both htspital 
food service administration and therapeutic dietetics. Specifi­
cally, one of the 52 programs of this type approved by ADA in 
October, 1968 (2). 
Recent graduates : Graduates of selected hospital dietetic intern­
ships during the calendar years 1965, 1966, and 1967. 
Administrative elements; Those parts of a position in hospital 
dietetics related to management in the total dietary department 
including the technical, human, and conceptual skills involved 
in management of food production and service. 
Assumptions 
The following assumptions were considered basic to the study; 
1. Knowledge of employment demands made of recent graduates of 
hospital dietetic Internships and of the assessments of 
graduates regarding the relative merits of their educational 
experiences as dietetic interns provides some bases for the 
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evaluation of internship curricula and guidance for intern­
ship curriculum planning. 
2. Response to a questionnaire that provides an opportunity 
for recent graduates to reflect the administrative elements 
that they considered to be parts of their first positions 
in hospital dietetics can be taken as an indicator of the 
types of elements performed by persons in a first position 
in hospital dietetics. 
3. Response to a questionnaire that provides an opportunity 
for recent graduates to assess the adequacy of internship 
preparation in relation to performance requirements can be 
used as one basis for determining relative strengths and 
weaknesses of existing internship curricula. 
4. Study of the relationships between factors hypothesized to 
be associated with employment demands made of graduates of 
hospital dietetic internships in a first position and 
with graduates* perceptions of adequacy of internship prepara­
tion for employment assists in assessing the validity of the 
findings and, thus, strengthens the data base provided. 
5. Educational experiences provided by the dietetic internship 
should have relevance to the duties and responsibilities of 
the graduates in their work as hospital dietitians. Although 
it was recognized that the internship provides preparation for 
the requirements of positions beyond the first, it was assumed 
that most, if not all, of the graduates would be expected to 
perform some of the administrative activities for which the 
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dietary department is responsible in their first positions. 
Only those administrative elements that could reasonably be 
expected to form a part of a first position in hospital 
dietetics were included in the study. 
6. Graduates who had had at least one year of experience in 
hospital dietetics following completion of the internship 
would be better judges of the employment demands made of 
hospital dietitians and of the adequacy of preparation for 
performance in regard to these demands than those who had 
not had this experience. 
Hypotheses 
The following null hypotheses were tested: 
1. There was no difference in the degree to which administrative 
elements were a part of graduates' first positions with re­
spect to the area of emphasis of work of graduates' first 
positions in hospital dietetics.^ 
2. There was no relationship between the degree to which ad­
ministrative elements were a part of graduates' first posi­
tions and the number of other professional staff members in 
the dietary departments of the hospitals where the graduates 
were first employed. 
3. There was no relationship between perceived degree of 
adequacy of internship preparation for the performance of 
administrative elements in a first position in hospital 
dietetics and year of graduation from the internship. 
^This hypothesis was tested by means of visual inspection of the 
data. 
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There was no relationship between the perceived degree of 
adequacy of internship preparation for the performance of ad­
ministrative elements in a first position in hospital dietetics 
and the size of internship class. 
There was no relationship between the degree to which ad­
ministrative elements were perceived to be a part of graduates' 
first positions in hospital dietetics and the perceived degree 
of adequacy of internship preparation for the performance of 
the elements of a first position. 
There was no difference in the perceived degree of adequacy 
of internship preparation for the performance of administrative 
elements in a first position in hospital dietetics with respect 
to the internship from which graduated. 
There was no difference in perceived degree of adequacy of 
internship preparation for the performance of administrative 
elements in a first position in hospital dietetics with respect 
to the area of emphasis of work of graduates' first positions. 
There was no difference in perceived degree of adequacy of 
internship preparation for the performance of administrative 
elements in a first position in hospital dietetics with respect 
to the specific area of dietetics in which graduates had major 
interest as dietetic interns. 
There was no relationship between the degree to which specific 
experiences were perceived to be included in the areas of de­
partmental organization and management, personnel management. 
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and financial management during the internship and the rating of ade­
quacy of preparation in the areas. 
13 
REVIEW OF LITERATURE 
To provide background for this study of graduates of hospital 
dietetic internships, the report of literature first briefly traces the 
early history of the development of the dietetic internship as an in­
tegral part of the professional education of the dietitian. Reports 
of studies of managerial or administrative aspects of the dietitian's 
position and of studies related to development and evaluation of pro­
fessional education curricula in food service administration constitute 
the next sections. Literature surveyed in relation to design and 
implementation of the study is included in later chapters of the report. 
History of the Dietetic Internship 
The profession of dietetics has largely evolved in the twentieth 
century. Early dietitians served first as instructors of food and cookery 
to nurses and later combined these duties with those of supervision of 
food preparation in hospital diet kitchens (15). With the development of 
knowledge in the science of nutrition, its importance relative to the 
health of the general populace as well as to the treatment of Illness was 
increasingly recognized. Concomitantly, the dietitian's responsibilities 
broadened and became more diversified extending to the management of food 
services in hospitals, colleges, and other institutions and into public 
health fields. This changing role of the dietitian was paralleled by a 
continuing effort on the part of educators to develop and improve educa­
tional programs designed to prepare the dietitian for professional 
practice. 
INFORMATION ABOUT HOSPITAL DIETETIC INTERNSHIP GRADUATES FOR THE YEARS 1965, 1966, 1967 
1. Mo.-Yr. 
Graduated 
2. Current Name of Graduate 3. Current Address 4. Current Empl 
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It was early recognized that, in addition to a sound academic pro­
gram, there was a need for practical training in the institutional en­
vironment in which the potential dietitian would function (19, 41). In 
1903 a three-month course for "pupil dietitians" was established at the 
Department of Charities of New York under the direction of Florence 
Corbett (20, 41). This course, perhaps, marked the beginning of the 
dietetic internship. Corbett described the relationship of the pupil 
dietitian to the institution as " . . . analogous to that of the interne 
physician" (20, p. 66) and stated "She is there to learn how she may 
apply her knowledge most effectively and to learn those things which the 
schools do not teach, and those which the schools cannot teach" (20, p. 
6 6 ) .  
In 1906, at the eighth Lake Placid Conference on Home Economics, 
McCullough (41) emphasized the need for adequately trained women for the 
developing field of dietetics. McCullough indicated that the courses 
provided in the reputable domestic science schools equipped the graduate 
well in theories and knowledge in the abstract but that supplementary 
technical training in the institution was necessary to fit the graduate 
for employment. 
At the first meeting of the section for dietitians of the American 
Home Economics Association in 1909, Dr. W. F. Boos (12) described the 
duties and responsibilities of the hospital dietitian and suggested that 
the study provided by the training school was invaluable but incomplete 
since it was mainly theoretical. Boos recommended the establishment of 
a hospital course in dietetics to be taken by the dietitian following 
graduation from the training school. As an outcome of this meeting, 
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Massachusetts General Hospital started a three-months course for pupil 
dietitians in 1910 (42). In 1911 a six-months course began at Jefferson 
Hospital in Philadelphia followed by a nine-months course at Pennsylvania 
Hospital, Philadelphia, in 1916 (31). 
Training needs for the institutional dietitian were delineated by 
Corbett (19) in 1910 as a liberal education, the equivalent of college 
work; understanding of and sympathy with those among whom she works; ex­
ecutive ability developed by opportunities for practical work for the 
student who has a degree of native ability; expert training in household 
management founded on the exact and natural sciences and the subjects, 
economics, social science, psychology and education; and business knowl­
edge. Corbett reported that criticisms of the dietitian's training from 
both institutions and graduate dietitians did not indicate insufficient 
instruction in the fundamental college subjects "... nor want of ap­
plication of these principles in the laboratory and field work offered by 
the school, but an insufficient amount of laboratory and field work, 
particularly of that sort affording conditions approximate to those found 
in the institution" (19, p. 502). 
With the inception of The American Dietetic Association (ADA) in 1917 
and the establishment of the Professional Education (then called "Teach­
ing") Section as one of the four main divisions of the Association (5), 
work continued on defining the role of the dietitian and her training 
needs, and work began on developing standards for the professional educa­
tion of the dietitian. 
In 1918, Graves (32), who was the first President of ADA, discussed 
the increasing demands being placed upon the hospital dietitian and pointed 
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out the importance of offering training to the student dietitian in pre­
paring her to meet the demands. Graves stated (32, p. 488): 
This training may not be essential to every one who goes into 
hospital work but it certainly is an advantage to any one to 
have this experience in a good hospital before assuming the 
management of a department. Hospital life is so different from 
the life and experience of the average woman that this period 
in which she gets an insight into hospital technique and re­
quirements without having the responsibility is very valuable. 
In a report regarding training of hospital dietitians. Cooper (18), 
in 1922, described the position of the dietitian, as defined by hospital 
superintendents at that time, as consisting of two types: diet kitchen 
supervision and food department supervision. Cooper stated that the 
second type was "... becoming more and more the recognized status 
of the dietitian" (18, p. 545). 
The training of the dietitian was indicated as being composed of both 
classroom instruction and hospital apprenticeship, neither of which was 
considered complete without the other. Academic preparation for the 
dietitian at that time consisted of two- and four-year programs. In 
regard to academic programs. Cooper (18) made the following recommenda­
tions. A two-year course should be considered as vocational in nature. 
The sciences to include chemistry, bacteriology, and physiology must be 
made the foundation courses of either program. Ten to 12 semester hours 
should be spent on food preparation to include quantity cookery with the 
goal of developing a good technique rather than merely illustrating the 
principles involved. Courses in nutrition and diet in disease should be 
thorough and practical and provide opportunity for field experience 
where possible. Institution administration courses should include or­
ganization, architecture of institutions, institution housekeeping and 
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laundry, institution equipment, large quantity cookery, and simple ac­
counting, Courses in psychology, economics, and physics were also 
recomnended. 
In reference to the pupil-dietitian course. Cooper stated that the 
course objectives were (18, p. 546): 
1. To give opportunity to put into practice the class room 
instruction, repeating a sufficient number of times to 
'make perfect. ' 
2. To develop skill in doing and in managing. 
3. To become familiar with hospital organization and methods, 
Cooper recommended that the training should take place in a large enough 
hospital to present the various phases of the work and should be provided 
under the supervision of a thoroughly trained and experienced dietitian. 
All pupil courses "... should offer experience in the management of 
both the diet kitchen and a large kitchen where an institutional problem 
is involved" (18, p. 547). Experiences should be provided for the 
student to meet various groups, heads of departments, and executives, if 
possible, since it would be necessary for her to become familiar with 
hospital organization and methods. 
Also published in 1922 was a report by Marlatt (44) of a study 
conducted by an ADA sub-committee on collegiate training of dietitians. 
This report represented results of studies of catalogs from institutions 
that offered two- and four-year academic courses for dietitians, sugges­
tions received from dietitians at hospitals that provided training for 
college graduates, and the opinions and judgments of several persons who 
had been involved in either hospital or college programs. The report made 
recommendations for the course content of both two- and four-year programs. 
Additional practical experience outside the school was considered necessary 
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for the two-year student. An intern period was also recommended for 
the two-year graduate followed by assignment as an assistant dietitian 
in a hospital where the head dietitian had had wider training. After 
successful work for one year, the dietitian would be considered qualified 
to work as the only dietitian in a smaller hospital. The four-year program 
recommended was divided into groups with the emphasis placed on providing 
a general education in the arts and sciences as prerequisite to applied 
work in food, shelter, dietetics, and institution management. Psychology, 
sociology, and education courses were also recommended. In the con­
clusion of the report, it was stated (44, p. 72): 
The least training that the dietitian today should receive is 
the work done during four years of college training, one-third 
of the credits of which should have been along home economics 
lines. In addition she should have from at least four months 
to possibly twelve months of work beyond her Bachelor's degree, 
this work to be taken in part as pupil dietitian. 
In 1921 Wheeler (77) submitted a report of the ADA sub-committee on 
professional training of dietitians in hospitals and medical schools. 
Changes in practices that were recommended included longer service (one-
year internship eventually), more study paralleling practical work, more 
clinical experience, and greater responsibility toward the end of the 
year. 
Minimum specifications for a course for student dietitians were 
presented to ADA by Wheeler in 1924. This was one of the first published 
outlines of a course for student dietitians. The outline included re­
commendations for the basic courses that the prospective student dietitian 
should have had in her four-year college course. The hospital training 
was to consist of at least six months of experience in administrative, 
therapeutic, and social service work. The teaching of nurses was 
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emphasized (36). 
In her presidential address to the Association the following year, 
Wheeler (76) indicated that one of the aims of the Association was to 
determine and maintain standards. She stated (76, p. 99); 
I hope that the day will come when this Association will set 
a higher standard for new members than it has so far done; 
a four years' general academic course including much of 
science and a few specifically professional courses, a 
six months' professional training course of known and 
approved character, carrying actual responsibility. 
In 1925 ADA passed a motion defining educational requirements for 
active membership in the Association as " A bachelor's degree 
with a major in foods and nutrition, from a recognized college or uni­
versity, effective October 1, 1926" (54, p. 215). 
The following year, Marlatt (45) presented a system for classifying 
educational institutions preparing pupil dietitians based on the results 
of a study of actual courses offered for prospective dietitians in 19 
Land Grant Colleges and 42 other universities. A form employing an "A, 
B, C" standard was suggested for use by the hospitals in evaluating the 
collegiate preparation of students as a basis for selection for training. 
To meet the requirements for Class A, 50 per cent of the undergraduate 
work was to be carried in general education courses; 20 per cent in general 
sciences; and 30 per cent in professional courses in home economics. The 
last included foods, textiles, housing and sanitation, nutrition and 
dietetics, and institution management. 
In the same year Thallman (69) reported the results of a survey of 
839 hospitals of 100 beds or more in the United States and Canada that 
maintained an accredited school of nursing. The purpose of the survey was 
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to determine what the hospitals were offering in their courses for student 
dietitians. Responses were received from 310 of the hospitals. Of these, 
240 replied that they did not offer a course for student dietitians. 
Seventy hospitals outlined their courses. Minimum age requirements for 
students varied from 18 to 22 years. The requirement was given as 18 
years in five hospitals, 19 years in four hospitals, 20 years in 19 
hospitals, 21 years in 15 hospitals, and 22 years in six hospitals. Twenty-
one hospitals either had no restriction or did not respond to the question. 
In reference to minimum academic experience, 12 hospitals required a degree. 
Eight of these specified the Bachelor of Science degree, four others re­
quired a four-year course; one a three-year coarse, and 26 a two-year 
course. Two hospitals failed to respond regarding an academic require­
ment, 17 indicated that students were required to be graduates but did 
not indicate the length of term, and eight replies were not classified. 
Regarding length of course, 36 hospitals required six months, 12 hospitals 
required three months, four months were required in 19 hospitals, and 
nine months in three hospitals. In two instances, the courses of less 
than nine months in length might be extended to one year. 
Based on a revision of the original outline for a student dietitian , 
course presented by Wheeler in 1925, two outlines, A and B, were prepared 
(36). A further revision of these resulted in a single "Outline for 
Standard Course for Student Dietitians in Hospitals" which was approved 
by ADA in 1927 (51). This outline specified that the hospital in which 
the course was presented must be a member of the American Hospital Associa­
tion, have an accredited nurses training school, and that all staff dieti­
tians must be eligible for membership in ADA, The chief dietitian was to 
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be responsible to the superintendent of the hospital for the administra­
tion of the dietary department. Course entrance requirements for student 
dietitians established a minimum age of 21 years. The minimum education 
requirement for entering students was a bachelor's degree with a major 
in foods and nutrition from a college or university of recognized rank. 
The length of the course was specified as six months or longer. A 
general summary of course content included administrative practice; 
dietotherapy; theory of teaching dietetics to pupil nurses; optional 
duties such as assignments in social service, medical clinic, and meta­
bolic ward; and study and conferences. 
The detailed outline was published in the Journal of The American 
Dietetic Association in December, 1927 and was distributed to the Ameri­
can Hospital Association and the American Home Economics Association 
(36). A copy of the outline, a questionnaire to determine whether or 
not the course outline was being followed, and an explanatory letter 
were sent to 302 hospitals. By February 10, 1928, 75 replies had been re­
ceived. A list of 33 hospitals approved by ADA for student dietitians was 
published in the Journal in March, 1928 (70). By October 20, 1928, 127 
responses to the questionnaire had been received from 350 hospitals. 
Sixty-two hospitals were then following the approved outline (71). 
In 1931 questionnaires relative to courses considered desirable for 
college students planning to enter hospital training were sent by ADA to 
directors of dietary departments in all hospitals offering approved 
courses for student dietitians. From the responses to the questionnaires, 
a list of recommended minimum academic requirements including subjects 
and semester hours was compiled and, subsequently, approved by ADA on 
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October 21, 1931 (13, 15). 
In 1932 Clarke (15) continued a study initiated by ADA of the academic 
training for hospital dietitians offered by institutions of collegiate 
rank in the United States in 1931-32. Questionnaires based on the recom­
mended minimum requirements of college courses for students planning to 
enter hospital dietetic internships were sent to heads of departments 
of home economics in 321 institutions. A 98 per cent response was ob­
tained. Responses from 161 institutions indicated that training for 
dietitians was provided. In addition to evaluation of the suggested 
college courses, information was studied regarding the duties and the 
training of dietitian interns in 60 hospitals giving courses and applying 
for approval by ADA for the year 1933 (15). 
From the findings of the study, Clarke concluded that, if all of the 
suggested courses were required, " . . . , the ,s,t.udeut should be ade­
quately trained for the complex duties of the dietitian interne" (15, p. 
71). Recognition of the close relationship between the two phases in the 
professional education of the dietitian, i.e., the undergraduate program 
and the internship, was emphasized in Clarke's concluding remarks (15, 
p. 71): 
The annual inspection of hospital courses by the American 
Dietetic Association is an attempt to improve and develop uni­
formity in courses for the dietitian interne and to insure 
higher standards for academic training. Directors of the de­
partments of home economics are actively cooperating with 
directors of dietary departments in strengthening and broaden­
ing the college curriculum to meet the growing demands of the 
field of work of the hospital dietitian. 
In 1933 a course for the training of the administrative student 
dietitian at the Women's Educational and Industrial Union was approved by 
ADA (40). The purpose of this type of course was "... to develop a 
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group of professionally trained young women for controlling food standards 
in commercial restaurants, tea rooms, hotels, and cafeterias, and for 
directing food service in public school and college dining halls and in 
public non-hospital institutions" (72, pp. 443-444). The second in­
stitution to offer an approved administrative internship was the Uni­
versity of Washington, Seattle, in 1934, followed in 1935 by Florida 
State College for Women (36). 
Also, in 1935 the Executive Committee of ADA accepted a tentative 
outline of a proposed course for students interested in preparation for 
work in food clinic or community nutrition. Following approval of the 
details of the specialized training, a course was started at the Boston 
Dispensary (36). 
A continuing curriculum project concerned with the dietetic intern­
ship was initiated by ADA in 1943-44. The history of this project was 
described by White (78). The originating project was titled "A Study of 
the Classwork in Approved Courses of the Association" and was conducted 
by the Professional Education Section. A study and evaluation of the 
classwork in approved internships was made. As a result of the study, 
the committee prepared a manual for class instruction for dietetic interns 
which was submitted to the directors of approved internships for trial 
and evaluation at the annual conference in 1946. In the following year, 
the use of the manual was discussed at the Conference of Directors of 
Approved Internships. According to White, a majority of the directors 
felt that the manual had been useful but that it should be revised to de­
velop specifically defined objectives requiring practical experience 
combined with organized classwork. The services of Dr. Hilda Taba were 
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obtained to advise the Association in methods of curriculum planning (67). 
In 1948 at the Conference of Directors of Approved Internships, Taba 
suggested a guide for the analysis of experiences in a dietetic intern­
ship and for the purpose of formulating objectives for the curriculum. 
Plans were made for the continuation of the project (17). 
As an outgrowth of this curriculum project. White (73) completed a 
study in 1954 that included the preparation, evaluation, and revision of 
generalizations to be used as a basis for the development of a curriculum 
guide for dietetic internships. The purposes of the study were develop­
ment of generalizations which embodied the information needed by the 
dietetic intern by the end of an internship, evaluation of the generaliza­
tions by the directors of approved dietetic internships, and revision of 
the generalizations in accordance with the criticisms of the directors. 
The study resulted in the compilation and revision of a set of 396 general­
izations classified according to a revised "Outline of the Curriculum 
for Dietetic Interns".^ The generalizations were considered to represent 
the beliefs of course directors concerning the curriculum needs of the 
dietetic intern. Topics in the outline relevant to the administrative 
aspects of the present research for which generalizations were included 
were: organization of the dietary department, personnel management, menu 
planning, financial management, food production and service, physical lay­
outs and equipment, sanitation, and dietary department records. 
Review of the literature for the ensuing years provided evidence that 
a continuing effort has been expended by the profession toward improving 
^The term, student dietitian, was officially changed to the term, 
dietetic intern, in 1947 by the Executive Board of ADA (68). 
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the structure and process by which a person is prepared for a career in 
dietetics. Reports of such activities may be found in nearly every issue 
of the Association's Journal and the Annual Reports and Proceedings of The 
American Dietetic Association. 
By 1961, Robinson, in describing the hospital dietetic internship, 
said, in part, (57, p. 19): 
Prior to 1933, all dietetic internships were sponsored by hos­
pitals. This type of internship continues to be in the majority, 
as fifty-three of the sixty-one approved programs today are 
sponsored by hospitals. 
The present hospital internship provides a broad program 
of study, including the administrative, therapeutic, and 
educational phases of dietetics. This is in marked contrast 
to the early programs in which the emphasis was primarily on 
therapeutic dietetics. 
Approximately half of the hospital program is devoted to 
study and experience in food service administration. Knowl­
edge of sound administrative practices is essential. Also, an 
understanding of food service administration is basic to 
effective performance in therapeutic dietetics, teaching, or 
other phases of thë profession. Emphasis on financial manage­
ment, cost control, personnel management, human relations, 
and the development of executive ability is most important if 
the internship graduate is to be prepared to meet the challenge 
of administration in hospital dietetics. 
Research Related to the Present Study 
Studies related to administrative or managerial aspects of the dieti­
tian's position with implications for professional education programs 
in dietetics 
The dietitian's needs for skills and knowledge in the area of food 
service administration has been well-documented in the literature. 
Several studies have been conducted using various approaches to identify 
managerial aspects of the practicing dietitian's position. Studies re­
viewed here are those that were largely concerned with such identification 
and had implications for curricula in food service administration. 
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Parker (52), in 1954, surveyed opinions of selected dietitians for 
the purpose of developing a method of classifying duties of dietitians and 
of determining executive training needs. A list of 58 duties performed 
by dietitians and selected from job analysis and current literature 
comprised a questionnaire that was used for assembling data for the 
study. These duties were intended to cover all of the responsibilities 
of the dietitian in a variety of job situations. Personal interviews 
were conducted with five experienced dietitians who were asked to express 
their opinions concerning: classification of the duties as executive or 
scientific functions, degree of difficulty encountered by dietitians in 
accomplishing each duty, degree of proficiency expected of the dietitian 
on her first job, and which phase of a dietitian's training should pro­
vide opportunity for training to perform each duty. Although this study 
was very limited in scope, the general implication from the findings, as 
reported by the author, was that a dietitian is an executive who performs 
some duties that require a scientific background. It was indicated that 
there was a need for additional executive training beyond the college 
level for most of the duties. There was unanimous agreement that the 
internship should provide training for the majority of the duties. 
In 1960 a study was conducted by Johnson (37) regarding duties and 
responsibilities of food production managers in various types of institu­
tions. Essentially, the study was divided into two parts: development 
and application of a work sampling technique for classification and analy­
sis of the management activities of four food production managers; and 
determination of concepts of management responsibilities of eight food 
production managers and of attitudes regarding their professional educa­
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tion. Of the eight managers, five had majored in hospital dietetics as 
undergraduates and had completed a hospital dietetic internship. Two of 
the managers had majored in institution management; one of these had had 
a residence hall internship. The eighth manager had majored in experi­
mental foods and had not had an internship. 
In the development and application of the work sampling technique, 
work activities of the managers were classified into seven categories of 
which the first four, i.e., planning and organizing, controlling, pro­
curement and inventory, and conference and evaluation, were considered as 
management categories. Findings for this part of the study indicated that 
managers were spending most of their time in management functions. Total 
percentages of time spent in the activities of the four management catego­
ries for each of the four subjects were 74.63, 71.32, 85.12, and 80.90. 
In the second part of the study, interviews were conducted with the 
eight food production managers and their supervisors. There seemed to 
be agreement among those interviewed regarding the concept of management 
responsibilities of the managers and attitudes and opinions about curricula 
for professional education. Knowledge of technical skills concerning food, 
food standards, food combinations, and food quality were considered as 
areas of strength. The major weakness reported was in the area of man­
agerial skills. Personnel management and financial management were in­
dicated as areas needing more emphasis in the college curricula. 
A study by Bloetjes et al. (10), in 1962, provided a detailed analy­
sis of dietary department operations for the purpose of establishing a 
basis for developing appropriate subject matter to be taught on both the 
professional and vocational levels in food service. Data were collected 
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relative to both current and future delegation of responsibilities in 
hospital food service. Administrative heads of dietary departments in 
118 hospitals in New York State responded to questionnaires listing 143 
duties under 11 broad categories of dietary department administration. 
Each dietary administrator was asked to indicate those duties which he or 
she performed and those which might be performed by others if they were 
delegated. 
Findings in the study indicated that the professional dietary person­
nel had been and/or could be delegated to perform the majority of all 
duties in the five categories of menu planning, food purchasing, sanita­
tion, conferences, education and training, and certain specific duties 
in the categories of menu item production, menu item service, diet therapy, 
equipment and layout, personnel administration, and records and reports. 
In view of these findings, it was recommended that courses which prepare 
students for the professional aspects of dietary administration should 
emphasize all of the topics of the five categories mentioned as well as 
the specific duties listed for the other categories. It was further re­
commended that such courses should be introduced into or strengthened in 
the home economics curriculum where courses in food and nutrition are 
offered in basic preparation for the field of dietetics including its ad­
ministrative aspects. 
In 1963 Lipscomb (39) investigated management activities of administra­
tive dietitians in hospitals and factors contributing to fulfillment of 
the responsibilities of a director of a dietary department. This study 
included surveys of selected dietitians to determine the perceived rela­
tive expenditure of time spent in contacts with other persons, in in­
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dividual effort, and in major responsibilities; and to measure the degree 
of perceived responsibility, authority, and delegation (RAD) within each 
position. Selected hospital administrators were also surveyed to deter­
mine opinions toward the perceived behavior of administrative dietitians 
in fulfilling their responsibilities. 
A sample of 42 hospitals varying in bed capacity, number of meals 
served, and type of control in the East North Central Region of the 
United States was selected for the study of managerial activities of the 
administrative dietitians. Thirty-six of the 42 directors of dietary de­
partments returned usable work analysis forms, and 37 returned usable RAD 
scales. 
Findings indicated varying work performance patterns for the dieti­
tians. Dietitians perceived their relative expenditure of time in a 
manner similar to that of 66 other business executives with whom they 
were compared; however, a greater proportion of time was devoted to in­
spection and supervision by the dietitians. In reference to the RAD 
scales, for the dietitians, the responsibility scores were consistently 
the highest, followed by the authority scores; delegation scores were 
always lowest. 
In another part of this study, 113 of 186 hospital administrators 
contacted expressed their opinions concerning the frequency with which 
directors of dietary departments performed selected managerial activities 
in fulfilling 11 major responsibilities. Frequencies of response were 
grouped into three categories described by the adverbs; never—^rarely, 
sometimes-frequently, and almost always-always. Only three of the 11 
statements of responsibilities were rated almost always-always by more 
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than 50 per cent of the hospital administrators; five of the responsi­
bilities were rated never-rarely by more than 10 per cent. 
Of particular relevance to the present research was Lipscomb's re­
commendation that, based on the assumption that the findings were re­
presentative of the management activities of dietitians, college and uni­
versity faculty and directors of dietetic internships should confer and 
improve curricula to reflect greater emphasis on management knowledge and 
skill to assist the dietitian in fulfilling responsibilities to the ad­
ministrator, the hospital, and the patient. 
In 1967 Hubbard (34) conducted a study for the purpose of estimating 
professional manpower needed by hospital dietary departments and identify­
ing levels of ability expected from dietitians for the performance of ad­
ministrative activities. Particularly related to the present research 
were the findings in regard to levels of ability expected. Findings for 
this part of the study were based upon the responses of 218 hospital 
administrators and 73 directors of dietary departments who indicated the 
level of administrative ability, or combination of abilities, expected 
from dietary directors and staff dietitians (in six positions), respec­
tively. Administrative activities were listed individually within three 
categories (operational, personnel, and managerial). For each applicable 
position, respondents were asked to indicate one or more levels of ability 
expected for the performance of each of the administrative activities. The 
levels of ability were designated as technical, human, and conceptual. If 
an activity was not considered a responsibility of a position, respondents 
were instructed to indicate that the activity was not applicable. 
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Findings supported the assumption that hospital dietitians in all 
types of positions performed some of the administrative activities for 
which the dietary department is responsible. However, many of the 
activities were not considered a responsibility of the therapeutic posi­
tions and the majority of all types of administrative activities, 73 to 
86 per cent, were not considered a responsibility of clinic and teaching 
positions. Different levels of ability for the performance of the ad­
ministrative activities were expected from different types of positions 
occupied by dietitians. There appeared to be an upward progression In 
the level of ability expected commensurate with the level of the position 
within the organization hierarchy. From the findings, it was concluded 
by the author that hospital dietitians at all organizational levels need 
technical ability as well as human and conceptual abilities. 
Studies related to development and evaluation of professional education 
curricula in food service administration 
The overall purpose of the present research was to provide bases for 
the study and evaluation of selected administrative aspects of hospital 
dietetic internship curricula. Only one study was located in the litera­
ture that was confined exclusively to evaluation of the administrative 
phase of the internship curriculum. Several studies were reviewed that 
were related to curriculum development and evaluation in food service 
administration at either the undergraduate level or the undergraduate 
and internship levels combined. 
In 1953 Galster (30) completed a study designed for the purpose of 
defining and proposing criteria to be considered in planning and evaluating 
some aspects of the professional or specialized parts of institution man­
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agement curricula. For purposes of the study, institution management 
curriculum was defined to mean all the learning experiences planned by a 
college or university during undergraduate or graduate work, or by an 
institution during the dietetic internship for students who plan to be­
come dietitians, specifically administrative dietitians. The 161 criteria 
proposed in the study were developed from an extensive review of the 
literature and represented an integration of research findings, reports of 
experiences, and opinions of leaders in the profession. The criteria 
were stated in terms of the behavior of a person working in an institu­
tion management position. They were classified according to an adapta­
tion of the duties of dietitians as outlined in a report of a study 
conducted by the Bureau of Labor Statistics and The American Dietetic 
Association in 1949. The categories of duties used were: 
1. Planning menus 
2. Planning work schedules and procedures 
3. Training and supervising nonprofessional workers 
4. Teaching and supervising other dietitians (including 
dietetic interns) 
5. Buying or requisitioning food, supplies, and equipment 
6. Keeping records and preparing reports 
7. Employing dietitians and nonprofessional workers 
8. Being responsible for management 
9. Contributing to the profession and to the community. 
Galster suggested that the criteria developed in the study might be 
used as a definition of long-range or ultimate goals for the professional 
preparation of dietitians, particularly administrative dietitians; pro­
vide a guide for subject matter to be selected; facilitate a critical re­
view of the quality of learning experiences offered; and be used to 
evaluate the performance of duties by dietitians, thus pointing up areas 
of weakness in education, training, or experience. The investigator 
emphasized that when the criteria were used for evaluation, planning, or 
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reorganization of institution management curriculum, it should be kept in 
mind that the criteria were developed in terms of the behavior of a person 
who has a position in institution management, and not all criteria could 
be fulfilled by the student in college or the graduate who had not had an 
internship or experience in the fields of institution management or 
dietetics. Galster stated that it should be possible to further develop 
the most appropriate institution management curricula on both the graduate 
and post-graduate level by using the criteria as a basis. 
Downey (25) conducted a study in 1955 for the purpose of obtaining 
data concerning the effectiveness of the training in the administrative 
phase of the hospital dietetic internship. Information was received by 
questionnaire from 25 directors of hospital dietetic internships and 77 
directors of dietary departments in hospitals without dietetic intern­
ships. In addition, personal interviews were held with 25 other hospital 
dietary department directors. 
Findings indicated general agreement between dietary department 
directors and internship directors concerning need for added emphasis 
in administration during the dietetic internship. The most frequently 
mentioned categories of weakness in internship training were personnel 
management and administration. Other areas mentioned by some members of 
both groups as weaknesses as well as strengths were knowledge and use of 
equipment, teaching, cost control, and food production and service. 
The relationship between instructional units in the required courses 
in institution management at Cornell University and the duties of hospital 
dietitians were investigated by Daza (22) in 1956. The professional work 
units of nine selected hospitals were analyzed and compared with the Uni-
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versity instructional units. Daza concluded from the findings that the 
academic units were inadequate in the areas of menu planning and food 
purchasing; supervisory functions of food production involving the in­
struction of employees, human relations and personnel administration; 
methods of effective teaching; record-keeping; production and cost control; 
and public relations. Within these areas, Daza stressed specific needs 
for educational experiences for the dietitian in interviewing techniques, 
personnel counseling and appraisal, methods of calculating labor and time 
requirements in food production, development of communications skills 
and policy making. 
In 1959 Miller (46) completed a study concerned with the evaluation 
of professional curricula involving food service management training in 
the College of Home Economics at Michigan State University. Recent 
graduates (1951-1956) from the curricula, employers in four major areas 
of food service administration (hospital, restaurant, college and uni­
versity, and school lunch), and staff members of seven other selected 
colleges and universities concerned with the direction of professional 
food management training programs were asked to appraise the applicability 
of collegiate academic preparation to job performance requirements in the 
food service industry. A total of 118 graduates representing 61.1 per 
cent of the group contacted responded in Part A of the study (of graduates) 
which was primarily concerned with ascertaining the degree to which grad­
uates were participating in the managerial tasks of their food service 
operations. The responses of 98 graduates were analyzed in Part B related 
to assessing the adequacy of the academic program in fulfilling the grad­
uate's needs for assuming responsibilities of his position in the food 
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service industry. The number of employers who reported in the study was 
177 or 66.3 per cent of the group surveyed. 
Data for the study were collected from graduates and administrators 
in the industry by direct mail questionnaires and from the educators by 
a combination of personal interview and written questionnaire. The major 
content of all instruments used in the study was based on 13 skills re­
quired for successful management of any business and the technical skills 
considered requisite for professional specialization in the field of 
dietetics. 
Findings indicated that it appeared that graduates, employers, and 
educators agreed that the educational needs for managerial success in 
the food service industry included both technical and managerial skills. 
Educators expressed the opinion that, within the field of food service 
management training in the four-year undergraduate program, opportunities 
for the development of technical skills were more readily available than 
experiential resources which provide realistic development in the skills 
of management. 
According to Miller, the evaluations of graduates, employers, and 
educators appeared to reflect unanimity in respect to inadequacies in 
the curricula and subject areas which needed thoughtful and immediate 
attention. Managerial areas in need of additional instructional theory 
and practical application were those related to operational methods and 
practices to include: skills of personnel management, labor regulations, 
insurance, government regulations, and factors which directly influence 
operational control. More comprehensive coverage of and increased 
opportunity for practical experience in the skills of communication were 
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strongly advised by respondents. 
In cho area of technical knowledge, graduates and employers urged 
more intensive coverage in the purchasing of supplies and equipment and 
in the maintenance of physical plant and equipment. Graduates expressed 
the need for more emphasis on purchasing meats and produce, and menu 
planning and service for both hospital trays and specialized catering 
functions. Employers indicated that large quantity food preparation and 
the factors which affect the preparation and service of food needed 
further consideration. 
Miller stated that for nearly all of the managerial responsibilities 
considered, educators indicated that the graduate was academically pre­
pared to accept a limited amount of managerial responsibility but needed 
additional supervised work experience before he could be expected to 
assume total responsibility. In reference to first job selection, educa­
tors were firmly convinced that the graduating seniors should be en­
couraged to choose either a professionally sponsored internship program 
or a position in an organization with a company-sponsored training program 
before accepting a position of major responsibility in the field. 
By mail questionnaire Moore (47), in 1959, asked recent (1953-1957) 
home economics graduates who had majored in dietetics, food and nutri­
tion, or institution management, and hotel, restaurant, and institution 
administration graduates to appraise their undergraduate education in 
terms of job demands and individual needs. Appraisals were evaluated in 
an attempt to ascertain the relative strengths and weaknesses of the two 
types of preparation for food service administration. Findings of this 
study concerning the home economics graduates are of particular relevance 
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to the present research. 
A total of 221 or 79 per cent of the home economics graduates re­
sponded to the questionnaire. Approximately three-fourths of the home 
economics graduates were employed in food service positions in both their 
first jobs and in the ones held at the time of the study. Over 60 per 
cent of the home economics graduates who held food service positions were 
employed in hospitals in the first position. Nearly all of the dietitians 
who were working in hospitals had had a dietetic internship. 
Almost half of the home economics graduates had completed an intern­
ship approved by ADA. Of these, 85 per cent had taken a hospital intern­
ship, the remainder an administrative internship. 
In their first positions, the majority of the home economics gradu­
ates checked five major responsibilities: food service supervision, food 
production supervision, menu planning, sanitation, and diet therapy. 
Graduates were asked to rate the adequacy of their undergraduate education 
in providing a basis for the professional responsibilities that they had 
had since college graduation. Two areas of professional education which 
were criticized far more frequently than any others by home economics 
graduates were personnel administration and accounting and cost control. 
Home economics graduates who had completed a hospital or administra­
tive dietetic internship were asked to evaluate their internship programs. 
There were 103 responses to this item. A very high percentage of the re­
spondents rated the internship experiences as very valuable or of some 
value. Many of the respondents stated that their education would have 
been incomplete without the internship. One-half of those who responded 
in regard to hospital internships indicated that they had no major criti­
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cisms of the program. Of the criticisms listed, the response "too long" 
was most frequently indicated followed by "too physically exhausting" 
and "too repetitive of previous experience." 
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RATIONALE FOR DESIGN OF STUDY 
The overall purpose of the present research was to provide bases 
for the study, evaluation, and possible improvement of educational pro­
grams provided in dietetic internships. In the preliminary stages of de­
signing the study to achieve this purpose, many factors were considered 
and decisions were made that culminated in the definition of scope and 
the specific objectives presented in the Introduction. The basic con­
siderations and underlying rationale for the decisions are discussed here. 
The investigation focused on two major sources of information for 
decision making in regard to curriculum planning and evaluation: 1) 
employment demands made of internship graduates, and 2) perceptions of 
graduates of the adequacy of their internship preparation for employment. 
The study was limited to recent (1965-1967) graduates of hospital dietetic 
internships. The investigation, in essence, took the form of a two-part 
plan. The first part consisted of a survey of employment-related char­
acteristics of all graduates selected in the sample. The second part 
consisted primarily of three major components: 1) a study of administra­
tive aspects of graduates' first positions in hospital dietetics, 2) a 
study of perceptions of graduates of adequacy of their internship pre­
paration for administrative aspects of a first position in hospital 
dietetics, and 3) an investigation of perceptions of specific intern­
ship experiences in selected areas of administration and their relation­
ships to perceptions of adequacy of preparation for performance in these 
areas in a first position. The second part of the investigation was 
limited to those graduates selected in the sample who had had at least one 
year of work experience in hospital dietetics following completion of the 
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internship. 
Curriculum Planning and Evaluation 
Tyler stated that there are four fundamental questions that must be 
answered in developing any curriculum and plan of instruction (74, pp. 1-
2 ) :  
1. What educational purposes should the school seek to attain? 
2. What educational experiences can be provided that are 
likely to attain these purposes? 
3. How can these educational experiences be effectively 
organized? 
4. How can we determine whether these purposes are being 
attained? 
The major points about which decisions are made relative to these 
questions constitute the basic elements of the curriculum, i.e., ob­
jectives, subject matter, method and organization, and evaluation (66). 
Each of the elements is related to each of the other elements, and de­
cisions regarding any of them are dependent on decisions made on others. 
For example, objectives become the criteria by which material is selected, 
content is outlined, and instructional and evaluation procedures are 
developed (74). 
Taba (66) indicated that if curriculum development is to be a 
rational and scientific procedure, the decisions about the elements need 
to be made on the basis of some valid criteria and that the criteria are 
derived from a study of the factors constituting a reasonable basis for 
the curriculum. "In our society at least, these factors are the learner, 
the learning process, the cultural demands, and the content of the 
disciplines" (66, p. 10). 
Tyler (74) presented a similar opinion in indicating that sources of 
information for objectives upon which other elements of the curriculum are 
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dependent are studies of the learners, their needs and interests; studies 
of contemporary life outside the school; and suggestions from subject 
specialists. Tyler took the view that no single source of information is 
adequate to provide a basis for wise and comprehensive decisions about 
objectives but that information derived from each of the three sources 
should be given consideration in curriculum planning. 
Curriculum development is a continuous process, and evaluation is 
an important part of the process. The term, evaluation, is variously 
used in the literature. Dressel stated, "In a broad sense, evaluation 
involves the placing of value on an experience, since experience is 
considered a means of producing development toward certain ends" (26, p. 
859). Tyler (74) defined the process of evaluation as essentially the 
process of determining to what extent the educational objectives are 
actually being realized by the program of curriculum and instruction. 
He stated (74, p. 69): 
. . . , since educational objectives are essentially changes 
in human behavior, that is, the objectives aimed at are to 
produce certain desirable changes in the behavior patterns of 
the student, then evaluation is the process for determining the 
degree to which these changes in behavior are actually taking 
place. 
Tyler indicated that, in addition to appraisal of behavioral change 
during the educational program, it is necessary to have another point of 
evaluation made some time after the instruction has been completed since 
some of the objectives aimed at may have been acquired during an educa­
tional program and then rapidly dissipated or forgotten. He stated (74, 
p. 69): 
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Hence, schools and colleges are making follow-up studies of 
their graduates in order to get further evidence as to the per­
manence or impermanence of the learnings which may have been 
acquired during the time these young people were in school. 
Stake described a complete curriculum evaluation as requiring the 
collection, processing, and interpretation of two main kinds of data 
(63, p.5): 
. . . (1) objective descriptions of goals, environments, per­
sonnel, methods and content, and outcomes; and (2) personal 
judgments as to the quality and appropriateness of those goals, 
environments, etc. 
In discussing research approaches to evaluation, Moss (48) included 
follow-up studies of former students as an approach that provides data 
for use as evidence in both formative and summative evaluation of educa­
tional programs. In formative evaluation, the comparative base is de­
rived from within the same program, while in summative evaluation, the 
outcomes of two or more programs are compared. Follow-up procedures 
generally take two forms: the securing of opinions of former students 
about the program, and the collection of data about the status of former 
students, for example, work history, to serve as program outcome criteria. 
Moss considered the data derived from this approach as useful in evalua­
tion provided the investigator is willing to accept the judgments of 
former students as being of value and provided the potential differential 
effects on program outcomes of intervening variables and student char­
acteristics are taken into account. 
Dressel (26) also included the collection of opinions (whether 
student, faculty, or administrator) as a type of approach to evaluation. 
He cautioned that because of possible lack of relation with the ultimate 
criterion, such procedures should not be used exclusively but that when 
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used with proper perspective, they make a very desirable supplement to a 
total evaluation program. 
The present research was based upon the assumption that useful in­
formation for decision making relative to the elements of the curriculum 
could be derived from study of the graduate 1) in terms of employment 
demands, and 2) in terms of perceived needs expressed in the form of 
ratings of adequacy of preparation for performance on the job. 
Selection of Participants for the Study 
As stated in the Introduction, there were 52 hospital dietetic in­
ternships that had curriculum emphasis placed on both hospital food 
service administration and therapeutic dietetics at the time of this in­
vestigation. These were American Dietetic Association (ADA) approved 
internships in the United States and Puerto Rico. It was assumed that 
these internships would have similar programs in the sense that they 
would be structured to meet the same minimum standards for program 
content (3) as contrasted with other internships offering different cur­
riculum emphases. To control this variable of program emphasis, the 
1 2 
study was limited to graduates of internships in hospitals. * These 
internships constituted 80 per cent of the total number of internships 
offered. It was believed that by focusing on graduates of hospital 
dietetic Internships, the findings of the study would have wide applica­
tion. 
^The terms, internships in hospitals and hospital dietetic intern­
ships, are used synonymously in this report. 
2 
One approved internship classified as an internship in hospital 
emphasized food service administration only in the curriculum and was not 
included among the 52 internships. 
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The study was limited to graduates who had completed the internship 
during the calendar years 1965, 1966, and 1967 for several reasons. 1) A 
major objective of the internship is to prepare the graduate for the re­
sponsibilities he will assume in his first position, and it was believed 
that judgments about the adequacy of internship preparation for the first 
position were likely to be more valid if the experience had been fairly 
recent. 2) Information concerning the employment experience of recent 
graduates was desired as one basis for studying current internship cur­
ricula. 3) It was assumed that judgments about the adequacy of intern­
ship preparation for employment would be more meaningful if graduates had 
experienced at least one year of employment following completion of the 
internship; therefore, graduates who had completed the internship later 
than 1968 were not considered. 4) It was assumed that a study of graduates 
covering a three-year period would provide more representative data con­
cerning employment and opinions of adequacy of internship preparation 
than would a study limited to a fewer number of years. 
All graduates of hospital dietetic Internships selected in the 
sample were considered as a logical source for the collection of the 
general data regarding employment since graduation. In reference to the 
desired data concerning specific aspects of a first position and related 
internship experiences, it was assumed that graduates who had at least 
one year of work experience following completion of internship would be 
better judges of the adequacy of their internship preparation for employ­
ment than those who had not experienced the demands of employment. It 
was also believed that a sounder basis for comparison of responses regard­
ing these data would result if the data were collected from graduates who 
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had experienced the employment demands of a first position in a similar 
environment, namely, that of a hospital. Although the hospital intern­
ships prepare graduates for a variety of positions, past surveys (4) have 
indicated that by far the largest number of graduates of these internships 
accept hospital positions for their first employment. 
Administrative Aspects of First Position and Internship Curriculum 
Hospital dietitians function in three general areas: administration, 
therapeutics, and education. Internship curricula are designed to assist 
in providing preparation for performance in the three areas. The present 
study was limited to only one area. All hospital dietitians, regardless 
of speciality, were assumed to be responsible for some aspects of admin­
istration in the hospital dietary department. On the basis of this 
assumption, concern expressed in the literature regarding educational 
preparation for food service administration, and the investigator's 
interest in this area, administrative aspects of the graduate's first 
position in hospital dietetics and of the internship curricula were 
selected for the study. 
The first rather than the present position was chosen for study in 
the second part of the investigation as it was believed that some graduates 
would have held more than one position since internship completion. By 
studying the first position, it was believed that the effect of experience 
other than the internship would be minimized. 
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Scope of Part II of the Study 
On the basis of literature review, it was reasoned that bases of 
curricular decision making included knowledge of graduates' perceptions 
of specific employment demands of a first position in dietetics and of 
the adequacy of their educational experiences during the internship in 
enabling them to perform in regard to these specific demands. Moreover, 
it was believed that by investigating selected aspects of the curriculum, 
namely, types of learning activities or experiences that graduates per­
ceived as being a part of their internship, and relationships of these 
learning experiences to the ratings of adequacy of preparation for per­
formance, additional useful information would be acquired. Such a 
comparison would be helpful in providing bases for the study of internship 
curricula in general and also would assist internships in identifying how 
(by studying reactions to specific learning experiences) their individual 
programs were perceived by the graduates. It was believed that an in­
dividual internship could identify the specific learning experiences it 
was providing and, by examining the findings regarding relationships be­
tween learning experiences and perceptions of adequacy of preparation, be 
afforded greater insight in studying its own curriculum. 
Types of Learning Experiences 
Various factors were considered in regard to the types of learning 
experiences to be included as well as the specific experiences delineated 
in the study. The following discussion includes consideration of the role 
of learning experiences in the curriculum, differentiating characteristics 
of learning experiences, including the role of the teacher, and basic 
principles for the planning of learning experiences. 
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The object of education is to produce behavioral change in direc­
tions considered as favorable. Educators agree that learning or be­
havioral change takes place as a result of the experiences which a 
learner has. Tyler (74) pointed out that learning occurs through the 
active behavior of the student; therefore, the term, learning experience, 
is not the same as the content of an educational program nor the activi­
ties performed by the teacher. Tyler defined the term as " . . . the 
interaction between the learner and the external conditions in the en­
vironment to which he can react" (74, p. 41). The importance of pro­
viding appropriate learning experiences in the curriculum was suggested 
by Tyler in indicating that while the objectives specify the ends to be 
sought in an educational program and should be defined in terms of the 
kind of behavior involved and the content with which the behavior deals, 
the learning experiences provide the means for achieving the ends. 
There are several ways of looking at learning experiences in making 
decisions in regard to planning and selecting those to be incorporated 
into a curriculum plan. Dale (21) developed a pictorial device called 
the "Cone of Experience" in which learning experiences were arranged in 
ascending order of increasing abstractness starting from a base of 
reality or sensory experiences. This arrangement incorporated the ideas 
of both direct and indirect and concrete and abstract experiences. Dale 
considered the reality or direct, purposeful experience where the learner 
has direct participation with responsibility for the outcome as " . . . the 
bedrock of all education" (21, p. 42). In discussing concept development. 
Dale (21) indicated that both concrete and abstract experiences play a 
role. He stated that although there was a dynamic interaction between 
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the concrete and the abstract, a shuttling back and forth for concept de­
velopment, "... we can move to the abstraction only through the 
concrete" (21, p. 36). 
Belief about the role of the teacher in relationship to the learn­
ing process is another factor involved in planning experiences to achieve 
objectives. Tyler (74) indicated that although it is the student who is 
the active participant in the learning experience, the teacher controls 
the experience by manipulating the environment in such a way as to set 
up stimulating situations that will evoke the kind of behavior desired. 
Williamson and Lyle stated that (80, p. 96); 
. . . the function of the teacher is to guide the pupil into 
situations in which he will experience that which it is de­
sired he should learn. The teacher is a guide, a leader not 
a dictator, and selects techniques to be used accordingly. 
Bigge described a democratic teacher as follows (8, p. 314): 
In a democratic teaching-learning situation the teacher 
plays the role of a democratic group leader. His chief purpose 
is to lead his students in Che study of significant problems 
in the area in which he is teaching. Such study presupposes 
i n t e r c h a n g e  o f  e v i d e n c e  a n d  i n s i g h t s ,  g i v e - a n d - t a k e ,  a n d  r e ­
spect for one another's ideas .... Although the teacher may 
be an authority on his subject, and to teach best should be, 
the situation is arranged so that students are encouraged to 
think for themselves. 
Tyler (74) indicated that there are five general principles that 
apply in the selection of learning experiences regardless of the ob­
jectives of the program. The first principle was that the experiences 
planned must provide the opportunity for the student to practice the kind 
of behavior implied by the objective and in so practicing deal with the 
kind of content implied by the objective. Second, the learning experience 
should permit the student to obtain satisfactions from carrying on the kind 
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of behavior implied by the objectives since learning is not likely to 
occur if experiences are unsatisfying or distasteful. A third principle 
was that the behavior desired be in the range of possibility for the 
student. Fourth, many learning experiences can be used to attain the 
same educational objectives and, fifth, the same learning experience 
will usually contribute to the achievement of several objectives. 
It was decided to study four types of learning experiences in the 
present research: 
1. Classroom experiences 
2. Experiences involving observation or limited participation 
on the part of the dietetic intern 
3. Experiences that involved the assumption of responsibility 
by the dietetic intern 
4. Experiences in self-evaluation by the dietetic intern of 
own performance in the presence of the staff advisor. 
Three dimensions were considered in delineating these types of learning 
experiences. The first was the degree of involvement or participation of 
the learner in the experience. It was assumed that involvement would be 
of increasing order in the four types of experiences listed above (pro­
ceeding from the first to the fourth). The second dimension was that of 
direct and indirect experience. It was assumed that the classroom type 
of experience would be more theoretical or abstract, less direct, real, or 
sensory than experiences in observation, limited participation, or in 
assumption of responsibility. The third dimension was concerned with the 
relationship of the learner and the teacher. Experiences in self-evalua­
tion in the presence of the staff advisor were used to represent this 
aspect. 
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It was recognized that the types of experiences were not mutually 
exclusive In terms of the characteristics ascribed to them. The purpose 
in defining the categories was to provide a conceptual framework for the 
delineation and study of Internship-learning experiences. Although the 
types decided upon were based on theories of teaching and learning, the 
present research was not designed to test the theories themselves. The 
investigation was designed to identify learning experiences that were 
perceived as being a part of internship educational programs and to 
study the relationships between these perceptions and perceptions of 
adequacy of Internship preparation. 
Development of Hypotheses 
In the initial stages of planning the study, it was recognized that 
a number of factors might Influence the degree to which aspects of admin­
istration formed a part of a graduate's first position. Hubbard (34) 
found that many of the administrative activities listed were not considered 
a responsibility of therapeutic, clinic, and teaching positions in hospital 
dietetics. 
The emphasis of work in the first position was examined in the present 
study in regard to the degree to which administrative aspects formed a 
part of a graduate's first position. A second factor examined in this 
respect was the number of other professional staff members in the dietary 
department where the graduate was first employed. In discussing the 
findings of her study related to managerial tasks in which graduates 
participated the least. Miller stated (46, p. 72): 
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It is recognized that most of the managerial tasks enum­
erated . . • are usually relegated to administrative personnel 
who, because of their more extensive experience in the field 
and position on the staff, possess a higher level of authority 
within the organization. Meager participation of graduates 
in these areas of management may be partially if not wholly 
attributed to lower professional status within the administra­
tive staff of the organization. 
It was hypothesized in the present study that the larger the number of 
other professional staff members in the hospital dietary department where 
the graduate was employed, the lesser the degree to which administrative 
elements would form a part of the first position. 
During the preliminary stages of designing the study, consideration 
was also given to the possible influence of a number of factors upon the 
graduates' perceptions of internship experiences. Much research is re­
ported in the literature concerning perception and the term has been de­
fined in a variety of ways. 
Travers stated (73, p. 101): 
. . ., perception is a process by which the individual 
transforms the separate stimuli of the environment into an 
awareness of objects. His personal, past experiences merge with 
this sensation and organize them into a pattern which produces 
awareness. 
Bigge (8) discussed the commonalities and differences in the views of two 
major schools of learning theorists, the associationists and the Gestalt-
field psychologists, in regard to definitions of perception. According 
to Bigge, the two factors of "sensing" and "deriving meaning" are present 
in each definition as is the notion that the process of perception in­
volves both stimuli and past experiences. Bigge stated that the associa-
tionist views the sensing coming prior to finding meaning; thus, per­
ception is "... a two-step process (sensing and deriving meaning) which 
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focuses on particular objects of the environment only insofar as previous 
conditioning directs" (8, p. 73). The Gestalt-field psychologist, on 
the other hand, "... sees perception as a unitary process, in which 
sensation hinges on meaning and meaning on sensation, and sensing and 
finding meaning occur simultaneously" (8, p. 74). Bigge further stated 
that in the view of the field psychologist, "A thing is perceived as a 
relationship within a field which includes the thing, the viewer, and a 
complex background incorporating the viewer's purposes and previous ex­
perience" (8, p. 74). 
Perception is seen by many writers as a highly selective process. 
In discussing the process of selection from the Innumerable stimuli which 
strike the individual. Travers stated (73, p. 102); 
For the most part, however, man selects the stimuli he desires. 
This is often called perceptual readiness. 
Readiness to perceive depends upon the type of stimuli 
present, the motivation of the person at a specific time, 
and the organism's background. 
Saylor and Alexander listed a number of factors believed to be related to 
perception (60, pp. 213-214):^ 
An individual's perception, his interpretation of an en­
vironmental situation, is a product of the interaction of the 
following factors in varying amounts for different individuals 
and for different situations: 
The actual environmental field itself 
The ability of the individual's sense organs in pro­
viding sensory data about the environment 
The capacities, talents, and abilities of the individual 
The individual's needs 
The individual's value system 
The individual's attitudes 
The individual's goal-set 
Saylor and Alexander cite the work of Bernard Berelson and Gary A. 
Steiner, Human Behavior ; An Inventory of Scientific Findings (New York: 
Harcourt, Brace and World, Inc., cl964), pp. 98-116, in making the summary. 
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The individual's self-concepts and aspirations 
The effects of past experience in situations involving 
some of the same elements 
The anxieties, stresses, and tensions of the in­
dividual 
In the present research, study was made of the relationships between 
perceptions of adequacy of internship preparation and seven variables hypo­
thesized to be associated with the perceptions. These variables were year 
of graduation (relationship of experience to present perceptions), intern­
ship from which graduated (relationship of environmental field), size of 
internship class (relationship of environmental field), degree to which 
administrative elements were a part of the first position (relationship 
of experience), work emphasis of first position (relationship of ex­
perience), specific area of interest in dietetics as a dietetic intern 
(considered as some indication of the relationship of attitude), and 
specific learning experiences that graduates perceived to be a part of 
their educational programs (relationship of experience). 
Many other factors not studied in this research may have been 
associated with both the degree to which the administrative elements were 
perceived to be a part of the first position in hospital dietetics and 
the perceptions of adequacy of internship preparation. 
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METHOD OF PROCEDURE 
To provide bases for the study, evaluation, and possible improve­
ment of educational programs provided in hospital dietetic internships, 
the employment demands made of recent internship graduates and the per­
ceptions of graduates of their internship experiences relative to 
preparation for performance in first positions in hospital dietetics 
were investigated in the present research. Procedures used in sample 
selection; instrument development; and data collection, processing, and 
analysis are described here. 
Selection of Sample 
Before selecting the sample of graduates of hospital dietetic in­
ternships for the study, the availability of names and addresses of 
graduates and the number of graduates during the three-year period to be 
studied were determined. The investigator contacted The American Dietetic 
Association (ADA) and was advised that files of membership records at 
the headquarters office did not readily yield the information desired be­
cause of the file arrangement. It was suggested that the investigator 
contact the internships directly. 
Information requested for each graduate for the three-year period 
studied included: month and year of graduation, current name of graduate, 
current address, current employment status, and employment history from 
graduation to the present. These data were desired as a basis for de­
signing the study, selecting a sample of graduates, securing current 
addresses, and developing a questionnaire. A copy of the letter of re­
quest and accompanying data form are included in Appendix D. 
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The information was requested from the internship directors of 47 of 
the 52 hospital internships. One of the internships did not have a 
graduating class during the year 1965, and therefore was not contacted. 
The information concerning graduates of the four U.S. Army internships 
was requested from the Chief, Dietitian Section, Army Medical Specialist 
Corps. 
Names and available addresses and employment information were obtained 
concerning graduates of 48 programs. One internship did not respond to 
the request. One internship director stated that the information was not 
available. Response from a third internship indicated that the intern­
ship representative would not be able to provide the information. 
It was made known to the investigator that one of the 48 internships 
differed from the others in that it was a combined internship and master's 
degree program. Since it was believed that this characteristic might be 
a confounding variable, the Internship was not included in the sample 
selection procedure. 
The names of 1574 graduates for the three-year period were obtained 
from the 47 internships. It was decided that it would be feasible to 
select a sample of approximately one-half of the total. 
To provide opportunity to compare responses regarding internship ex­
periences both within and among Internships, it was decided to select a 
sample of internships rather than individual graduates, and to Include 
in the sample all of the graduates of the selected internships over the 
three-year period. Examination of the initial information supplied by 
the internships indicated that there was considerable variance among in­
ternships in the total number of members in the annual graduating classes. 
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The mean annual size of graduating class for each internship was cal­
culated, and it was found that 10 internships had a mean annual graduat­
ing class size of eight or fewer members; 32 internships had a mean 
annual graduating class size of more than eight through 16 members; and 
five internships had graduating classes that ranged in mean annual size 
from 17 through 23 members. 
It was hypothesized that variance in perceptions of internship ex­
periences might be related to class size. Some of the factors con­
sidered were possible differences in facilities available, in opportunity 
for individualized instruction, and in staff supervision. Internships 
were, therefore, stratified by size of class into the three groups de­
scribed above and were designated as small, medium, and large. To pro­
vide proportional representation, a random sample of approximately one-
half of the internships in each stratum was drawn. The final sample 
consisted of the entire graduating classes for the three years studied 
from five small internships, 16 medium internships, and three large in­
ternships or a total of 24 internships from the original 47 that had 
provided information concerning their graduates. All graduates selected 
in the sample were included in the study except for those deceased or 
whose address indicated residence outside the United States—excluding Can­
ada, and Army and Fleet Post Offices. 
Initially, names of 786 internship graduates for the calendar years 
1965, 1966, and 1967 were obtained from the 24 hospital dietetic intern­
ships selected in the sample. Of these, 18 graduates whose addresses in­
dicated residence outside the United States were eliminated. One graduate 
was listed as deceased. A total of 767 graduates constituted the initial 
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sample. During the data collection process, it was found that two gradu­
ates were members of a 1968 class, 11 additional graduates were living 
in foreign countries, and 14 graduates could not be located. Therefore, 
the total number of internship graduates in the final sample was 740. 
A detailed description of the group surveyed in respect to internship 
from which graduated (coded) and year of graduation is presented in 
Table 1 in the Findings. 
Development of the Instrument 
Because of the wide geographical distribution of the sample, a mailed 
questionnaire was considered to be the logical and economical method for 
acquiring the data for the study. Since it was known from the preliminary 
information secured that not all graduates would meet the criteria for 
participation in part II of the study, thought was given to preparation 
of two instruments: the first to be sent to all graduates in the sample 
to obtain the general employment data and to locate the graduates who had 
had at least one year of work experience in hospital dietetics to whom 
the second questionnaire would then be sent. This idea was rejected for 
the following reasons: 1) it was believed that the majority of the 
graduates would be eligible to respond to the second questionnaire; there­
fore, from the standpoint of economy, it was desirable to use only one 
instrument, 2) it was believed that a higher return would be obtained by 
asking the graduates to respond to one instrument rather than two sent at 
different times. 
The instrument paralleled the plan of the investigation and was 
divided into two parts. Part I was designed to be completed by all gradu­
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ates selected in the sample. Part II was designed to be completed by 
those graduates in the sample who had had at least one year of experience 
in hospital dietetics following internship. A copy of the questionnaire 
is included in Appendix A. 
Part I of the instrument 
Part I was designed primarily to collect data relative to the ex­
periences of graduates following completion of internship including 
employment, homemaking, and graduate study. The items selected resulted 
from literature review, experience, and consultation with educators in 
the College of Home Economics at Iowa State University. 
The information requested consisted of a description of the posi­
tions held since internship to include homemaking and graduate study, 
reasons for not entering or for leaving employment in dietetics, reasons 
for choosing the first position of employment in dietetics, a description 
of initial orientation and training in a first position in dietetics, and 
reasons for changing positions. Three additional items included were re­
lated to variables used in hypothesis testing in regard to data collected 
in the second part of the instrument. These variables were: emphasis of 
work in a first position in hospital dietetics, number of other profes­
sional staff members in the dietary department of the hospital where first 
employed, and specific area of interest in dietetics as a dietetic intern. 
Part II of the instrument 
Part II was constructed in three sections designated and titled as 
follows : 
Section A - Describing Your First Position 
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Section B - Rating Your Internship 
Section C - Identifying Your Internship Experiences 
Section A This section was designed to collect data concerning 
the degree to which selected administrative elements were perceived by 
graduates to be a part of their first positions in hospital dietetics. 
In a study of dimensions of executive positions, Hemphill discussed the 
term, position, as follows (33, p. 2): 
By the term position we refer to the more or less well de-
- fined set of expectations which apply to the work of an in­
dividual within the organization. These expectations apply not 
only to the behavior the individual is expected to display, but 
also to (1) what operations, outcomes or results, etc., he may 
be responsible for or may be concerned about .... We choose 
to regard an executive position broadly and not be restricted by 
attending only to those characteristics of a position that can 
be observed as behavior. 
In reference to the term, position elements, Hemphill stated (33, p. 2): 
In thinking about executive positions, we find it useful 
to consider them to be made up of a set of elements each of 
which is more or less a part of the position. A position ele­
ment may be denoted by any meaningful statement that is de­
scriptive in some way of a part of an executive position. 
Hemphill's concepts of the position and position elements were used in the 
present research to obviate the restrictions imposed in developing items 
concerning position description when such items are termed exclusively 
either as activities or responsibilities. 
The position elements selected for this study were limited to those 
parts of a hospital dietitian's position which have been described in the 
literature as administrative in nature. Three criteria were established 
for the selection of specific administrative elements for inclusion in 
the study: 
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1. The element could reasonably be assumed to form a part of a 
first position in hospital dietetics 
2. Evidence in the literature indicated that the element was 
one for which the internship provides educational ex-
per ience 
3. Findings from other research indicated that educational pre­
paration for performance of the element or assumption of re­
sponsibility for the element in a position in hospital 
dietetics had been a matter of concern to educators, 
practitioners, or employers. 
Sources of the elements included the author's own experience in hospital 
dietetics, interviews with several graduate students and faculty members 
who had completed an internship and had been employed in the field of 
dietetics, and the literature (3, 10, 23, 27, 28, 30, 34, 37, 46, 64, 
78). 
The attempt was made to select an adequate number of elements to 
provide a comprehensive view of the administrative aspects of a first 
position in dietetics within the limitations imposed by the use of the 
questionnaire for obtaining data. Several category systems (34, 37, 46) 
were tested in the process of selecting and organizing the elements for 
presentation in the instrument. 
Fourteen subject areas in food service administration were finally 
chosen for the classification of elements. Fifty-nine specific elements 
considered representative of some of the duties and responsibilities of 
the dietitian related to the subject areas were selected and grouped under 
the 14 subject area headings. The headings were: departmental organiza­
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tion and management; personnel management; financial management; menu 
planning; food purchasing; receipt, storage, and control of food and 
supplies; food production; food distribution and service; sanitation 
and safety; equipment operation and maintenance; methods improvement; 
space design and equipment selection; educational programs; and research. 
A four-point scale was constructed using numerical designations and 
descriptive phrases to define the points lying on a continuum of degree 
to which each element formed a part of the first position. Instructions 
provided requested each respondent to consider how each of the elements 
applied to his position and then record his judgment by entering the 
appropriate number in the blank before each item. The scale used was: 
0. Definitely not a part of the position 
1. A minor part of the position 
2. A substantial part of the position 
3. A very significant part of the position. 
Since certain items could be more readily responded to in terms of fre­
quency of occurrence and others more readily in terms of importance, in­
structions requested that the respondent consider such factors as these 
in making his judgment. Respondents were also instructed to consider an 
element a part of the position whether it was a shared or sole responsibil­
ity and whether it was a direct or indirect responsibility. 
An unstructured response item was included at the end of this section 
for the recording of additional administrative elements that formed a 
part of the respondent's first position. 
Section B This section was designed to collect data concerning 
graduates' perceptions of the adequacy of their internship preparation 
for performance in a first position in hospital dietetics in regard to 
the same 59 administrative elements listed in section A. To facilitate 
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obtaining a judgment from all respondents for each item, graduates were 
instructed to assume that each item listed described a part of their first 
position whether it actually was a part or not. 
The respondents were requested to record their judgments of ade­
quacy of internship preparation in a similar manner as in section A 
using a six-point scale: 
0. No preparation provided or completely inadequate 
1. Very inadequate; very little help 
2. Somewhat inadequate; some help but could have been 
improved considerably 
3. Adequate; helpful and needed little improvement 
4. Very adequate; very helpful and could not easily have been 
improved 
5. Completely adequate. 
At the end of this section, an unstructured response item was included 
for the recording of adequacy of preparation ratings for any additional 
administrative elements of the first position that the respondent may 
have listed in section A. 
Section C This section was primarily designed to collect data 
regarding the perceptions of graduates relative to the degree to which 
they had selected learning experiences during the internship in three 
areas of food service administration: departmental organization and 
management, personnel management, and financial management. 
The use of the questionnaire method for collecting data precluded a 
study of learning experiences in regard to all 14 of the subject areas 
listed in section B. The three areas selected were chosen on the basis 
that: 1) these areas present a particular challenge to educators in at­
tempting to provide appropriate learning experiences that will permit 
transfer in meeting employment requirements, 2) the three areas were those 
often cited in the research reviewed as areas in need of strengthening in 
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professional education curricula for the dietitian. 
The first step in defining the learning experiences to be included 
was to restate the administrative elements under the headings of de­
partmental organization and management, personnel management, and 
financial management in the form of behavioral objectives. It was 
assumed that these would be representative of some of the specific 
objectives of a hospital dietetic internship since the elements were 
originally derived, in part, from the minimum standards for program 
content. It was recognized that only a sample of the possible learning 
experiences provided to achieve objectives in the three areas could be 
considered. 
The use of the questionnaire method for collecting opinions regarding 
the learning experiences not only placed a limitation on the number of 
experiences that could be included but also required conciseness in 
statements. Although it was considered desirable to select several 
learning experiences that were related to each of the elements in each 
area, it was realized that this would require a more extensive list than 
could feasibly be accommodated in the questionnaire. For this reason, 
the specific objectives delineated for the individual elements in each 
area were viewed as a composite forming a single objective of developing 
competency in the area. The learning experiences were selected on the 
basis that they might contribute to the development of competency in re­
gard to several of the specific elements rather than being selected in­
dividually for each element. Statements of learning experiences were 
developed for each area that fit the four types of learning experiences 
described earlier. 
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A  v a r i e t y  o f  s o u r c e s  w a s  u s e d  i n  t h e  s e l e c t i o n  o f  l e a r n i n g  e x ­
periences Including the writer's experience as a former staff member of 
a hospital dietetic Internship, the minimum standards for program content 
of a hospital dietetic internship, programs of instruction and outlines 
of intern courses of study for three different hospital dietetic in­
ternships, and tape-recorded interviews with two graduate students in 
institution management who had recently completed hospital dietetic in­
ternships. In the course of the interviews, the three areas under 
consideration were defined in terms of the administrative elements com­
posing the area and the Interviewees were asked to describe the learning 
experiences that they had had in each area. They were further requested 
to connnent upon the contribution that the learning experiences had made 
to gaining competency for performance in regard to each element in the 
area. 
The list of learning experiences was submitted for evaluation to a 
specialist in institution management and a specialist in home economics 
education. The final listing consisted of 18 items applicable to the 
area of departmental organization and management, 18 for personnel manage­
ment, and 11 items for the area of financial management. 
The items were listed in the questionnaire under the appropriate 
heading with a brief definition of each area title. A three-point re­
sponse scale based on a continuum of degree to which the respondent had 
had each experience was used: 
0. Did not have experience 
1. Had experience to a, limited extent 
2. Had experience to a considerable extent. 
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Respondents were asked to circle the appropriate number for each ex­
perience listed. This method of response was used in this section to 
provide variety for the respondent since the instrument was of consider­
able length. 
Two unstructured response items were included in this section for 
each of the three areas. In the first item, the respondent was re­
quested to list other internship experiences that he had had in the area 
that he considered as helpful in gaining competency in the area. In 
the second item, the respondent was asked to list strengths and/or 
weaknesses of his internship experiences in the area. 
A final open-end item in this section was provided for the re­
spondents to make any other comments regarding their internship experiences 
in any area that they believed would be of value to hospital dietetic 
internships in planning experiences for future dietetic interns. 
Pretest of the instrument 
The original instrument was pretested by eight persons who had 
completed hospital dietetic internships. Six of the participants had 
completed their internships since 1961, one in 1947, and one in 1952. 
The participants were each given a copy of the instrument accompanied by 
a cover letter describing the study and asking for their assistance in 
completing the parts of the questionnaire that were applicable. The 
participants were asked to record the time taken to complete the question­
naire. Each individual was interviewed after the questionnaire had been 
completed. Although a few suggestions were made for the rewording of 
items for clarity, in general, those who participated in the pretest in­
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dicated that the instructions and items were clear. The average time 
taken to complete the questionnaire was one hour. 
Reproduction of the Instrument 
The questionnaire was reproduced using a 10 point medium type face 
with a magnetic tape Selectric composer. This procedure reduced the 
size of the questionnaire from 27 typewritten pages to 21 pages. The 
questionnaire was printed on a light green paper to enhance readability 
and appearance. 
Data Collection 
At the time of the initial mailing of the questionnaire, June 1, 
1969, a total of 767 graduates composed the sample. Addresses for 737 
of these graduates had been secured from the internships. Twenty 
additional addresses were obtained from the membership department of 
ADA. A copy of the questionnaire. Appendix A, with an accompanying 
letter explaining the purpose of the study. Appendix E, was sent to each 
of these 757 graduates enclosed in an 11 x 14 inch envelope. A 9 x 12 
inch self-addressed stamped envelope was included for the return of the 
instrument. Both the questionnaire and the return envelope were marked 
with a code number to facilitate follow-up. In the cover letter, the 
respondents were assured that their individual responses would be 
treated anonymously and that the code number had been included only for 
follow-up purposes. 
Three weeks after the initial mailing, a follow-up letter. Appendix 
E, was sent to all of those who had not replied. Because of the cost of 
mailing the instrument, it was not considered feasible to send a second 
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questionnaire at that time. Instead, a self-addressed stamped postcard 
was enclosed for return by the graduate if a second questionnaire was 
needed. A second follow-up letter. Appendix E, was sent approximately 
four weeks after the first, also accompanied by a self-addressed stamped 
postcard. Forty-four postcards were returned requesting that question­
naires be sent. 
At the time of the initial mailing, addresses for 10 graduates in 
the sample were not available. During the period of the data collection, 
a number of questionnaires were returned marked "address unknown." 
Efforts were made to locate all of these graduates by consulting out-of-
town telephone directories; and by contacting other members in the 
graduate's internship class, the director of the internship from which 
the individual had graduated, and ADA. 
First class postage was used in all of the mailings; however, the 
11 X 14 inch envelopes in which the questionnaires for the initial mailing 
were enclosed were not all marked first class. Some of the first and 
second follow-up letters were returned marked "address unknown"; whereas 
the original mailing had not been returned. By the end of two months, 
approximately 60 per cent of the sample had responded. The investigator 
suspected that some of those who had not replied had not received the 
mailing. For this reason, the investigator went to ADA headquarters in 
Chicago where the membership files were made available for a further 
search for addresses of the nonrespondents. Approximately 125 new addres­
ses were located and questionnaires were sent to these graduates. Through 
the process of locating addresses for graduates and eliminating graduates 
from the sample who were residing in foreign countries or for whom 
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addresses were unknown, the total number of graduates in the final sample 
was 740. 
Data Processing and Analysis 
Data processing 
All information from the questionnaire representing responses to 
structured items was transferred to punched data cards through the 
process of coding. The data were first coded on summary sheets. This 
procedure was also used for the two unstructured items in part I, i.e., 
item three in which respondents were asked to describe their experience 
since the completion of the internship, and item seven in which re­
spondents were to indicate reasons for changing positions. The technique 
of content analysis was used for coding some responses to item seven. A 
discussion of content analysis is given later. 
Responses to the two unstructured items in sections A and B of 
part II were tabulated by hand as were the responses to the unstructured 
items in section C concerned with additional learning experiences in each 
of the three areas of departmental organization and management, personnel 
management, and financial management. The technique of content analysis 
was used in coding the responses to the other four open-end items in 
section C, and the results were than hand-tabulated. 
Statistical analysis 
The responses to all items in part I of the instrument were analyzed 
by means of frequency of response to each of the possible categories. 
Frequencies were expressed in terms of numbers and/or percentages. Not 
all items were applicable to all respondents. In most cases, the fre­
quency distributions were studied by year of graduation. 
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In part II of the instrument, frequency of response was used to study 
the degree to which the administrative elements were perceived to be a 
part of the first position, the ratings of adequacy of internship prepara­
tion, and the degree to which the graduates perceived that they had had 
each of the learning experiences in section C. Frequency of response was 
also used in the development of profiles to study relationships between 
the mean degree to which groups of administrative elements formed a part 
of the first position and major emphasis of work in the first position. 
In reference to the use of group means in the development of these pro­
files, the scores for administrative elements within each of the 14 sub­
ject area groups listed in section Â of the questionnaire were inter-
correlated. The coefficient of reliability (56) was calculated for each 
of the groups that contained two or more administrative elements. Richard­
son (56) defined the coefficient of reliability (R) as: 
R = 
1 + (n - l)(r) 
where n = the number of items and r is the average intercorrelation among 
the items. 
The following relationships were studied by computing correlations 
between: 
1. The degree to which the administrative elements formed a 
part of the first positions and the number of other pro­
fessional staff members in the hospital dietary depart­
ments where the graduates were first employed 
2. The ratings of adequacy of internship preparation in terms 
of scores for the individual elements and degree to which 
administrative elements formed a part of the first positions 
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3. The ratings of adequacy of internship preparation in 
terms of total scores for each of the 14 groups of admin­
istrative elements and year of graduation, and size of 
internship class 
4. The ratings of adequacy of internship preparation in terms 
of total scores for each of three subject area groups 
(departmental organization and management, personnel 
management, and financial management) and individual 
scores for degree to which graduates had each of the 
learning experiences in each area respectively. 
Single classification analysis of variance was used to study dif­
ferences in total group scores for each of the 14 subject area groups of 
administrative elements in section B of the instrument (pertaining to 
ratings of adequacy of internship preparation) with respect to the vari­
ables: internship from which graduated, major emphasis of first position, 
and specific area of interest in dietetics as a dietetic intern. Scheffe^'s 
(61) method was used for testing hypotheses regarding differences between 
means when compared on a paired basis. 
In reference to the use of total scores, the scores for all of the 
items in section B of the instrument were intercorrelated. The correlation 
matrixes were examined to determine whether the administrative elements 
which had been logically listed under each of the 14 headings could be 
grouped together into clusters to enable the use of total scores for each 
group.^ The findings from the intercorrelations were evaluated in terms 
of selected conditions (linearity and homogeneity of responses within 
each group of items) considered necessary to add items legitimately as 
^Only one administrative element was listed under each of three 
of the 14 group headings. 
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reported and discussed by Warren et al. (75, p. 15): 
High magnitudes of item-total correlation , . . , the 
coefficient of reliability . . . , the coefficient of 
average intercorrelation . . . and of the correlation co­
efficients . . . can be considered as evidence that the 
items in a scale are linearly related. 
and, (75, p. 16): 
. . .  :  T h e  i n t e r c o r r e l a t i o n s  a m o n g  t h e  s t i m u l i  m u s t  
be positive and homogeneous. This condition will be evaluated 
on the basis of examination of the intercorrelations among 
the items of each scale. The smaller the range which includes 
60 percent or more of the intercorrelations, the more homo­
geneous the intercorrelations will be considered. 
Content analysis 
The process of classifying the content of a set of qualitative 
materials into categories so that it can be described in an orderly 
way is commonly known as "content analysis" or "coding" (14). Berelson 
defined content analysis as "... a research technique for the ob­
jective, systematic and quantitative description of the manifest content 
of communication" (6, p. 18). The procedure followed in content analy­
sis involves the interaction of two processes: the specification of the 
content characteristics to be measured and the application of rules for 
identifying and recording the characteristics when they occur in the 
data (65). 
In the present research, the technique of content analysis was used 
to code responses to the three unstructured response items in section C 
of the instrument in which the respondents were asked to record strengths 
and weaknesses of their internship experiences in the three areas of 
departmental organization and management, personnel management, and 
financial management. Response to the final unstructured item in the 
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lonnalre was also coded by use of the technique as were some of the 
responses to item seven in part I of the questionnaire. The primary 
literature sources from which the specific procedures used in the 
present research were derived were Berelson (6), Cartwright (14), and 
North et al. (49). 
Four category systems were developed by the investigator for the 
coding of responses to the four unstructured response items in section 
C of the instrument. These were designated and described as follows: 
Category systems I, II, and III - Categories of comments 
concerning strengths and weaknesses of internship ex­
periences in the areas of departmental organization 
and management, personnel management, and financial 
management, respectively. 
Category system IV - Categories of comments concerning 
internship experiences related to administration other 
than strengths and weaknesses of experiences in the 
areas of departmental organization and management, 
personnel management, and financial management. 
In the final item in the questionnaire, respondents were asked to make 
comments regarding internship experiences in any area which they thought 
would be of value in planning experiences for future dietetic interns. 
Only those comments which referred to experiences in the area of ad­
ministration were coded for analysis in this investigation. 
The variables to be coded in the first three category systems were 
specified in the questionnaire, namely, strengths and weaknesses. Follow­
ing examination of responses to the final item in the questionnaire, the 
variables to be coded in the fourth category system were specified as 
general comments regarding administration and comments regarding specific 
topics in administration which were not classifiable as strengths or weak­
nesses in the three areas studied. 
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The unit statements describing the categories in each system were 
developed from study of the content of the responses to each item. 
The attempt was made to assure that each system was exhaustive and that 
the categories within each system were mutually exclusive. Subcategories 
were used in category system I to permit a finer differentiation among 
comments in reference to the categories defined as "Opportunity to 
assume responsibility at professional staff level - strong or adequate," 
and "Opportunity to assume responsibility at professional staff level -
limited". A complete listing of the categories for category systems 
I, II, III, and IV is shown in Tables 23, 24, 25, and 26, respectively, 
in the Findings. 
Following completion of the development of the category systems, 
a list of instructions was prepared for the coders. The recording unit 
" . . . which is the specific segment of the content that is character­
ized by placing it in a given category" (14, p. 437) was defined as a 
phrase, sentence, or paragraph describing the attribute in question. The 
context unit which is " . . . the largest body of content that may be 
examined in characterizing a recording unit" (6, p. 135) was defined as 
section C in its entirety since responses related to one category system 
might be located anywhere in the section, might be repeated in two loca­
tions, and responses relevant to one category system might clarify re­
sponses related to another. The unit of enumeration or quantification 
was defined as the recording unit. 
The coders were the investigator, another dietitian, and a faculty 
member from the Department of Institution Management. The three coders 
had completed a dietetic Internship and, in two cases, had served on in­
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ternship faculties. Because of their qualifications, there was little 
need for definition or interpretation of terms. 
Prior to coding, conferences were held with the other two coders to 
review the instructions and the category systems. The statements de­
scribing individual categories were reworded as necessary for clarity. 
The investigator and the other dietitian applied the category systems to 
the content in a preliminary way to determine if modifications were 
necessary. 
The original coding was performed independently by the investigator 
and the other dietitian. All responses to one item were coded before pro­
ceeding to a second item. The description of the appropriate category 
system accompanied each set of responses. Sheets were prepared listing 
identifying numbers for each instrument containing responses to be coded. 
The categories within each system were assigned numbers and letters for 
identification, for example, la, lb, etc. The coder located the record­
ing unit in the content and then made a judgment regarding its classifica­
tion in the category system. The category number and letter (when applic­
able) were recorded on the sheet in the space next to the identifying 
number for the instrument. If the content of the responses was not 
relevant to the variables being studied, a dash was marked on the record­
ing sheet in the space next to the instrument identification number. 
In cases where there was disagreement between the two coders, the 
faculty member was asked to code the content in question. A conference 
was held to achieve a compromise for those responses where agreement could 
not be reached between two of the three coders. To obtain frequencies, 
the number of cases recorded in each category was counted. 
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North et al. (49) stated that the validity of coded data, as well as 
the ability to generalize the results, is directly related to the level 
of reliability. This relationship is apparent in consideration of the 
following (49, p. 42): 
A category is valid when two independent measures of the same 
phenomenon yield similar results. To achieve reliability, the 
categories must be so constructed that when the same research 
process is repeated, it will reproduce results within stated 
confidence limits. 
Intercoder reliability was defined by North et al. as , the 
degree of agreement between different coders at the same time, ..." 
(49, p. 42). 
In the present research, to determine intercoder reliability, a 
coefficient of agreement between the investigator and the other dietitian 
for the original coding of respondents' comments for the four category 
systems was computed by the following formula given by North et al. (49) 
for a two-coder situation: 
2(Ci ;) 
Coefficient of agreement = —— 
^1 S 
where the number of category assignments on which the coders agreed was 
divided by the sum of all category assignments by the coders. 
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FINDINGS 
The present study investigated I) the employment demands made of 
recent graduates of hospital dietetic internships, and 2) the percep­
tions of graduates of their internship experiences as related to pre­
paration for administrative aspects of a first position in hospital 
dietetics. Following discussion of response to the questionnaire, the 
findings of the study are presented in the order in which the data were 
requested in the questionnaire: general employment data, administrative 
elements of a first position in hospital dietetics, ratings of adequacy 
of internship preparation for performance of administrative elements of 
a first position, and internship experiences in three selected areas of 
administration and in other aspects of administration. The terms, 
graduate and graduation, are used throughout the remainder of this re­
port to mean graduates of and graduation from hospital dietetic intern­
ships unless otherwise Indicated. 
Responses to the Questionnaire 
The number of graduates for 1965, 1966, and 1967 to whom the 
questionnaire was mailed, the percentage responding, and the percentage 
of respondents completing part II of the questionnaire are shown in 
Table 1. Of the graduates in the sample, 561 or 75.8 per cent completed 
part I or both parts I and II of the questionnaire. The per cent of 
graduates who responded from individual internships ranged from 54.8 to 
90.0. For 19 of the 24 internships, the per cent of response was 70.0 or 
above. When Internships were categorized by size of graduating class as 
small, medium, and large, the per cent of response was 80.4, 74.3, and 
77 
Table 1. Distribution of graduates per internship classified by size of 
internship 
Internship 
Number of graduates in 
final sample 




size 1965 1966 1967 Total responding questionnaire 
Small 
20 3 7 6 16 87.5 78.6 
21 6 8 6 20 90.0 66.7 
22 7 6 8 21 81.0 88.2 
23 6 6 8 20 65.0 76.9 
24 6 7 
_2 20 80.0 62.5 
Total 28 34 35 97 80.4 74.4 
Medium 
30 10 14 14 38 71.0 88.9 
31 9 9 9 27 88.9 83.3 
32 9 10 10 29 82.8 83.3 
33 15 10 13 38 84.2 81.2 
34 9 9 7 25 76.0 78.9 
35 10 10 11 31 54.8 58.8 
36 12 11 10 33 66.7 86.4 
37 8 10 10 28 89.3 84.0 
38 10 10 10 30 76.7 73.9 
39 9 9 10 28 78.6 81.8 
40 10 9 11 30 83.3 88.0 
41 9 11 9 29 55.2 100.0 
42 12 8 10 30 70.0 90.5 
43 11 11 11 33 75.8 84.0 
44 17 14 12 43 65.1 85.7 
45 11 8 8 27 77.8 85.7 
Total 171 163 165 499 74.3 83.6 
Large 
50 16 14 16 46 76.1 88.6 
51 15 15 16 46 82.6 84.2 
52 J2 18 17 52 75.0 76.9 
Total 48 47 49 144 77.8 83.0 
Grand total 247 244 249 740 75.8 82.2 
Each internship was assigned a code number as follows: 20 series, 
small, mean annual size of graduating class was eight or fewer members; 
30 and 40 series, medium, mean annual size of graduating class was more 
than eight through 16 members; 50 series, large, mean annual size of 
graduating class was 17 through 23 members. 
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77.8, respectively. The per cent of response to the questionnaire by 
year of graduation was 73.3, 77.4, and 76.7 for 1965, 1966, and 1967 
graduates, respectively. Of the total number of respondents, nine were 
male and 552 were female. 
All graduates in the sample were asked to complete part I of the 
questionnaire. Only those graduates who had at least one year of ex­
perience in hospital dietetics since completion of their internships 
were asked to complete part II. Of the 561 respondents, 82.2 per cent or 
461 completed both parts of the questionnaire. 
Fifteen of the graduates who completed both parts had not had a full 
year of experience in hospital dietetics, but had at least eight months 
of this type of experience and were included in the total of 461. One 
respondent who completed part II had only three months of work experience 
and was not included. 
The per cent of total respondents from each internship who completed 
both parts of the questionnaire ranged from 58.8 to 100.0. For 21 of the 
24 internships, the per cent of total respondents was 73.9 or above. The 
per cent of total respondents from small, medium, and large internships 
who completed both parts of the questionnaire was 74.4, 83.6, and 83.0, 
respectively. When grouped by year of graduation, 85.1 per cent of the 
respondents completed both parts for the year of 1965, 84.1 per cent for 
the year of 1966, and 77.5 per cent for the year of 1967. 
General Employment Data 
A total of 561 graduates responded to part I of the questionnaire 
regarding general employment data. Since some of the items were not 
applicable in every case and since some graduates failed to respond to 
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items that were applicable, the number of respondents per item varied. 
In all of the tabulations regarding the general employment data, the 
number of graduates who responded to the item under consideration is in­
dicated. 
Dietitians may be employed in a variety of occupational areas. In 
the present study, for purposes of classifying responses of graduates 
regarding their work experiences following graduation from their intern­
ships, employment in the profession of dietetics was defined as employ­
ment as a dietitian or nutritionist in; hospital services, government 
services, educational and other institutions, business and industry, 
community service, college and university teaching and research; and 
home economics in business, industry, or educational institutions where 
the description of the position of employment indicated primary emphasis 
of work in some aspect of food, nutrition or food service. 
Respondents were asked to record their experiences including employ­
ment, homemaking, and graduate study since completion of their intern­
ships to the time of the present survey (June 1, 1969). From these 
data, several different analyses were made relative to the employment 
demands made of graduates. 
First and present experiences 
As shown in Table 2, responses of graduates were classified by type 
of first experience (within six months after graduation from the intern­
ship) and by type of present experience (as of June 1, 1969). Over 80 
per cent of the graduates for each of the three years were employed 
full-time in dietetics following their internships. At the time of this 
survey, the per cent of 1965 and 1966 graduates who were employed full-
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Table 2. Per cent of graduates reporting types of first^ and present^ 
experiences following graduation 
First experience Present experience 
Year of graduation Year of graduation 
1965 1966 1967 1965 1966 1967 
Type of experience N=178 N=183 N=188 N=172^ N=181 N=186 
Full-time employment in 
dietetics 87.6 85.8 80.9 57.0 57.4 78.5 
Part-time employment in 
dietetics 1.7 4.9 2.7 14.0 12.7 5.4 
Full-time homemaking 2 . 2  2 . 2  4.3 25.6 23.2 10.2 
Graduate study ^ 
Full-time only^ 
Part-time only 
Full- or part-time 
while employed in 
dietetics 
Employment in other 
than dietetics 
3.4 3.3 6.9 
0.0  0 .0  0 .0  
2.2 1.6 3.4 
2 . 2  1 . 6  1 . 1  
1.7 3.3 3.2 
0.0 0.6 0.5 
1.2 1.7 2.3 
0.6 0.6 0.0 
Other (unemployed, leave 
of absence, missionary 
work) 0.6 0.5 1.1 0.0 0.6 0.0 
Total® 99.9 99.9 100.4 100.1 100.1 100.1 
^First experience refers to experience within six months after 
graduation from an internship. 
^Present in this case and in all subsequent references to tabulated 
data refers to June 1, 1969. 
^Differences in N between first and present experience due to in­
complete responses. 
'^Includes students with assistantships. 
^Due to rounding, percentages do not equal 100.0 in this and sub­
sequent tables. 
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time in the profession had decreased by 30.6 and 28.4, respectively; there 
was a slight decrease of 2.4 per cent in the number of 1967 graduates. 
There was a marked increase in employment in part-time positions in 
dietetics and engagement in full-time homemaking from the first to the 
present experience for 1965 and 1966 graduates. The per cent increase 
was 35.7, 28.8, and 8.6 for 1965, 1966, and 1967 graduates, respectively. 
The per cent of 1967 graduates who reported graduate study as their 
first experience following internship was 10.3 as compared to 5.6 for 1965 
graduates and 4.9 for 1966 graduates. At the time of the present re­
search, 6.0 per cent of the 1967 graduates were engaged in graduate 
study as compared to 2.9 per cent of the 1965 graduates and 5.6 per cent 
of the 1966 graduates. Some of the 1967 graduates who reported graduate 
study as the present experience had not yet completed courses of study 
begun immediately after their internships. 
First and present positions of employment in dietetics 
Responses of graduates who had been employed in dietetics since 
completing the internship without intervening graduate study between the 
internship and first employment were tabulated by type of first position 
held and present position or status. These data are shown in Table 3. 
Approximately 88 per cent of the graduates were first employed in 
hospital dietetics. Of these, the largest per cent, 66.2, were first 
employed as therapeutic dietitians. The second largest per cent, 14.5, 
were first employed as administrative dietitians. By year of graduation, 
the per cent of those first employed in hospital dietetics who held 
therapeutic positions was 68.0 for 1965, 62.0 for 1966, and 68.9 for 1967. 
The per cent of 1965, 1966, and 1967 graduates employed first in hospital 
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Table 3. Per cent of graduates reporting first positions of employment 
in dietetics* and the present positions or status of these 
graduates 
First position Present position 
, Year of graduation Year of graduation 
Position in dietetics 1965 1966 1967 1965 1966 1967 
or other status^ N=172 N=179 N=174 N=172 N=179 N=174 
Hospital dietitian 
Therapeutic 58.1 56.4 59.8 22.1 30.2 45.4 
Administrât ive 13.4 12.8 12.1 6.4 8.4 5.7 
Therapeutic-Administrative 7.0 8.4 6.9 2.3 2.8 3.4 
Consultant 0.0 0.6 0.0 4.1 2.2 1.7 
Only 3.5 6.1 3.4 1.7 7.3 4.6 
Chief 0.0 1.1 1.1 1.7 1.7 3.4 
Clinic 0.6 1.7 0.6 0.6 2.2 1.1 
Research 2.3 1.7 2.3 2.9 0.0 2.9 
Teaching 0.0 1.7 0.6 4.1 1.7 2.3 
Other 0.6 0.6 0.0 6.4 1.7 4.6 
Nursing home dietitian 
Staff 1.8 0.6 0.6 0.0 0.6 1.1 
Consultant 0.0 3.4 1.1 2.9 2.8 0.6 
Public health agency nutri­
tionist 1.2 0.6 1.1 1.7 0.6 2.3 
College/university food 
service dietitian 3.4 0.6 4.0 0.6 1.2 4.5 
School food service dietitian 0.6 2.3 1.1 1.8 1.7 1.7 
Other 7.6 1.7 5.2 11.6 7.3 3.4 
Full-time homemaking 24.4 21.8 8.0 
Full-time graduate study 1.2 3.4 1.1 
Information incomplete 3.5 2.8 1.7 
Total 100.1 100.3 99.9 100.0 100.4 99.5 
*Includes all graduates who reported employment in dietetics with­
out intervening graduate study between the internship and employment. 
^For descriptions of categories of positions in this and subse­
quent tables, see Appendix B. 
^Includes status of those who were employed in a first position in 
dietetics but who were not employed on June 1, 1969. 
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dietetics who held administrative positions was 15.6, 14.1, and 13.9, re­
spectively. 
At the time of the present survey, 61.9 per cent of the graduates 
were employed in hospital dietetics. Of these, 42.2 per cent of the 
1965 graduates, 51.9 per cent of the 1966 graduates, and 75.6 per cent 
of the 1967 graduates were employed as therapeutic dietitians and 12.2 
per cent, 14.4 per cent, and 7.6 per cent of the 1965, 1966 and 1967 
graduates, respectively, were employed as administrative dietitians. 
Of the 1965 graduates who had been employed in dietetics following 
the internship, 24.4 per cent were engaged in full-time homemaking by 
June 1, 1969 as were 21.8 per cent of the 1966 graduates and 8.0 per cent 
of the 1967 graduates. The per cent of 1965, 1966, and 1967 graduates 
who had been employed in dietetics without intervening graduate study be­
tween the internship and employment and who were engaged in full-time 
graduate study at the time of the present study was 1.2, 3.4, and 1.1, 
respectively. 
Number of positions held in dietetics 
The number of positions, including both full- and part-time positions, 
held in dietetics by graduates since the internship is shown in Table 4. 
Of the 561 respondents, 96.4 per cent had held at least one position; 
93.9 per cent had held at least one full-time position. Almost one-
fourth, 23.4 per cent, of the graduates had held three or more positions 
in the short time since their graduation from their internships. 
The per cent of graduates who had been employed in both part- and 
full-time positions since the internship was: 22.6 for 1965 graduates, 
19.6 for 1966 graduates, and 9.4 for 1967 graduates. The per cent of 
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Table 4. Per cent of graduates reporting number of positions* held in 
dietetics since the internship 
Year of graduation 
, 1965 1966 1967 
Number of positions N=181 N=189 N=191 
None 2.8 2.6 5.2 
One 23.8 35.4 47.1 
Two 34.8 39.7 37.7 
Three 28.2 17.5 9.4 
Four 6.6 4.2 0.5 
Five 2.2 0.5 0.0 
Six 1.6 0.0 0.0 
Total 100.0 99.9 99.9 
*Includes both full- and part-time positions. 
^If full- and part-time positions held simultaneously, counted as 
one full-time position. If more than one part-time position held 
simultaneously, counted as one part-time position. 
graduates who had been employed in full-time positions only, by year of 
graduation, was: 74.0 for 1965, 73.0 for 1966, and 83.2 for 1967. Very 
few graduates had been employed in part-time positions only. 
Types of positions of employment in dietetics 
All respondents who reported that they had held at least one posi­
tion in dietetics since the internship were categorized by types of posi­
tions that each had held from graduation to the present. The findings 
are shown in Table 5. Of the 541 graduates who had been employed in 
dietetics, 68.8 per cent had held positions as therapeutic dietitians in 
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Table 5. Number^ of graduates reporting positions of employment In 
dietetics since the internship 
Year of graduation 
1965 1966 1967 
Position in dietetics N=176 N=183 N=182 
Hospital dietitian 
Therapeutic 122 127 123 
Administrative 43 39 27 
Therapeu tIc-Adminls trat ive 12 16 15 
Consultant 13 13 10 
Only 12 27 14 
Chief 5 5 6 
Clinic 11 9 3 
Research 10 5 9 
Teaching 7 4 4 
Other 23 12 10 
Nursing home dietitian 
Staff 3 2 2 
Consultant 19 20 8 
Public health agency nutritionist 7 3 4 
College or university food service 
dietitian 8 2 10 
School food service dietitian 5 5 3 
Other 36 23 24 
^Since some graduates held more than one position between gradua­
tion from their internships and the present, the total number of posi­
tions exceeds the total N of 541. 
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hospitals. The per cent who had held positions as administrative 
dietitians in hospitals was 20.1; however, 20.7 per cent of the gradu­
ates had held hospital positions categorized as only dietitians, chief 
dietitians, or as therapeutic-administrative dietitians, and these 
positions may have contained a large administrative component. Posi­
tions categorized as other hospital dietitians included such positions 
as relief dietitians, assistant directors of dietetics, special pro­
jects dietitians, and various combination-positions. 
In considering employment demands made of internship graduates, 
it is noteworthy that 15.3 per cent of the respondents reported employ­
ment as consultant dietitians in hospitals and nursing homes. Of the 
total number reporting this type of employment, 38.6 per cent were 
1965 graduates, 39.8 per cent were 1966 graduates, and 21.7 per cent 
were 1967 graduates. 
A variety of positions was tabulated as other positions in dietetics. 
Some of these were positions as dietitians or nutritionists with: pri­
vate clinics, individual physicians, university clinics; diabetic camps; 
commercial firms providing food service to hospitals, nursing homes, 
public schools, and colleges; dietary surveys; federal programs for the 
disadvantaged; insurance companies; colleges or universities as teachers 
in the subject areas of foods, nutrition, dietetics, and diet therapy; 
colleges or universities as research associates or assistants; secondary 
schools as teachers in the subject area of food and nutrition; workshops, 
vocational-technical schools, nursing schools, adult education classes, 
extension services, correspondence courses, and vocational education 
courses as instructors in nutrition or food service; private schools, con-
i 
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vents, home health agencies, health resorts, and homes for the aged; 
restaurants and retail food sales firms; commercial firms as research 
personnel; and utility companies (as home economists). 
Graduate study following the internship 
Seventy-five of the respondents reported some type of graduate 
study following the internship. Two of the respondents had started or 
were about to start doctoral programs. Fifty-five of the graduates 
indicated that they had been or were engaged in master's degree programs. 
The remaining 18 graduates specified only graduate study. The following 
fields of study were reported: 
Field of study Number of respondents 
Nutrition or food and nutrition 20 
Public health nutrition 10 
Institution management or administration 5 
Clinical investigation 1 
Educat ion I 
Journalism 1 
Liberal arts 1 
Nutrition education 1 
Public administration 1 
Reasons for either not entering or leaving employment in dietetics 
Respondents were asked to indicate the reason or reasons for either 
not entering or leaving employment in dietetics. Not all graduates who 
were eligible to respond to this item did respond. The number of 
eligible graduates who indicated a reason or reasons is shown in Table 6. 
Reasons for choosing first positions in dietetics 
Respondents who had been employed in dietetics in their first posi­
tion following completion of internship were asked to indicate the reason 
or reasons for choosing the position. It was believed that these re-
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Table 6. Number of graduates reporting reasons for either not entering 
or leaving employment in dietetics 








Personal reason (family responsibilities, 
illness, pregnancy, etc.) 
Unable to find a position in preferred 
location 
Income low in relation to other occupations 
Did not like the work 
Unsatisfactory working conditions 
Moved because of husband's work 



























^ot all graduates who were eligible to respond to this item re­
sponded. Since more than one reason was indicated by some graduates, 
total number of reasons does not equal total number of respondents. 
sponses would provide some insight regarding opinions of graduates of 
their educational preparation (through the internship period) for employ­
ment. Responses were tabulated only for those graduates who had been em­
ployed in dietetics and had not had intervening graduate study between 
internship and employment. Of the 525 graduates eligible to respond to 
this item, 515 did respond with each indicating one or more reasons. 
The data are presented in Table 7. 
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Table 7. Number of graduates reporting reasons for choosing first posi-
tion in dietetics, by type of position chosen 
n a,b 
Reasons 
Position in dietetics Total^ 12 3 4 5 6 
Hospital dietitian 
Therapeutic 305 195 30 14 124 14 44 
Administrative 67 26 10 14 15 7 14 
Therapeut ic-Adminis-
tratlve 39 17 6 1 7 5 11 
Consultant 1 - - - - - 1 
Only 23 8 4 1 5 4 8 
Chief 4 2 - - 1 1 -
Clinic 5 2 - - 2 - 1 
Research 11 8 1 - - - 3 
Teaching 4 - 1 - 1 - 2 
Other 2 1 1 - 1 - 1 
Nursing home dietitian 
Staff 4 2 - - 1 2 -
Consultant 7 1 3 1 1 - 1 
Public health agency 
nutritionist 5 3 - - - - 2 
College/university food 
service dietitian 14 7 5 1 3 - 3 
School food service 
dietitian 6 1 - 1 2 - 5 
Other 18 7 3 1 1 6 
^1. Major interest in this area of dietetics 
2. Not my major interest but only position available in location 
where I desired employment 
3. Felt my background was weak in this area of dietetics and that 
I needed more experience 
4. Felt my background was good in this area of dietetics and that 
this was the type of position for which I was best qualified 
5. Assigned because of membership in military service or re­
ligious organization 
6. Other 
^Slnoe more than one reason could be given, total number of reasons 
does not equal total number of respondents. 
c 
Total number of graduates who chose type of position and responded 
to item. 
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Regardless of type of position chosen, 54.4 per cent of the re­
spondents indicated that they had chosen their first position in diet­
etics because of major interest in the particular area of dietetics. The 
second reason checked most frequently was "Felt my background was good 
in this area of dietetics and that this was the type of position for which 
I was best qualified". Few graduates indicated that they had chosen their 
first position because they felt their background was weak in the particu­
lar area and that they needed more experience. It is noteworthy, however, 
that 20.9 per cent of those who chose a first position as an administra­
tive hospital dietitian checked this latter reason as compared with 4.6 
per cent of those who chose a first position as a therapeutic hospital 
dietitian. 
A variety of reasons other than those listed was given for choosing 
a first position in dietetics. They included such reasons as: desirable 
location, salary, and hours of work; had worked there before the Intern­
ship; and, position offered a challenge or opportunity for good experience. 
Initial orientation and training in first position in dietetics 
Graduates were asked to describe the initial orientation and train­
ing that they received from their employers in their first positions in 
dietetics. The number of total respondents to this item who Indicated 
each type of response is shown in Table 8. The distribution of responses 
by type of first position for those who replied either "Some provided 
but feel more was needed" or "None provided but feel it should have been" 
was as follows: 
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Table 8. Number of graduates who checked various descriptive items re­
garding initial orientation and training received from em-
plovers in first positions in dietetics 
Description of initial Graduates responding 
orientation and training N=510 
Thorough 134 
Some provided and feel it was adequate 158 
Some provided but feel more was needed 127 
None provided but not necessary U7' 
None provided but feel it should have been 41 
Other (none provided oi incomplete response) 3 
^Twenty graduates who checked this item indicated that they had 
worked at the same institution before interning or had taken their in­
ternship there. 
Total in Number of 
Type of position position^ respondents 
Hospital dietitian 
Therapeutic 303 98 
Administrative 66 22 
Therapeutic-Administrative 38 11 
Only 23 10 
Chief 4 1 
Clinic 5 2 
Research 111 3 
Teaching 4 2 
Other 2 1 
Nursing home dietitian 
Staff 4 2 
Consultant 7 4 
Public health agency nutritionist 5 1 
College/university food service 
dietitian 14 4 
School food service dietitian 6 2 
Other dietitian or nutritionist 17 5 
Refers to total number of graduates in position who responded to 
the item regarding initial orientation and training. 
92 
Length of time employed in first positions, types of changes from first 
positions, and status following first positions 
The number of graduates employed for various periods of time in 
their first positions is shown in Table 9. Of the 523 graduates who 
responded to this item, 13.4 per cent were employed in their first 
positions for six months or less, and 27.3 per cent were employed for 
more than six months but no longer than one year. Of the graduates, 
37.8 per cent reported that they were employed in their first positions 
from more than one year through two years. Since the present survey was 
made on June 1, 1969, only those 1967 graduates who completed their in­
ternships before June 1, 1967 could have been employed for more than 
two years. 
Table 9. Number of graduates indicating length of time employed in 
first position in dietetics 
Length of time employed 







Six months or less 19 22 29 
More than six months - one year 50 56 37 
More than one year - two years 49 50 99 
More than two years - three years 27 42 4 
More than three years 21 2 -
Information incomplete 4 7 5 
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The largest number of graduates changed from the first position to 
another position in dietetics. The number of graduates reporting types 
of changes from the first position is shown in Table 10. The number of 
graduates studied who reported varying lengths of time of employment in 
Table 10. Number of graduates reporting types of change from first 
position in dietetics 
Year of graduation 
Type of change from 1965 1966 1967 
first position N=170 N=179 N=174 
To full-time homemaking 32 36 21 
To full-time graduate study 5 4 2 
To different position in dietetics 105 93 76 
No change, continuously employed in 
first position 16 33 70 
Other change 4 4 2 
Information incomplete 8 9 3 
first positions in dietetics classified by status following the first 
position is shown in Table 11. Of those graduates who changed from 
employment to full-time homemaking, 84.3 per cent were employed in 
their first positions for two years or less. Of the few graduates who 
changed from employment to full-time graduate study, slightly more than 
one-half were employed for one year or less before making the change and 
slightly less than one-half were employed more than one year through 
two years before making the change. 
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Table 11. Number of graduates reporting length of time employed in 
first positions classified by status following first position 
Status following 
first position 






















making 18 29 28 12 
Full-time graduate 
s tudy 15 4 1 
Different position 
in dietetics 45 97 89 25 
No change, con­
tinuously em­
ployed in first 
position 2 2 69 31 
Other 3 2 3 2 
Information in­












N = 523. 
Reasons for changing from first position 
Graduates who had changed positions since internship were asked to 
indicate reasons for changing. A total of 337 graduates gave one or 
more reasons for changing from their first positions. Ten categories 
of reasons were defined as shown in Appendix C. Responses of 212 of 
the graduates were easily categorized by the investigator. It was con­
sidered desirable to use two coders to categorize the remaining 125 re­
sponses since the appropriate categories for coding were not as readily 
apparent. Inter-coder reliability was calculated for the two coders by 
use of the formula given by North et al. (49). The coefficient of agree-
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ment was .95. The percentage of respondents reporting various reasons 
for changing from their first positions of employment in dietetics by 
type of position from which they changed is shown in Table 12. 
Table 12. Per cent^ of graduates indicating reasons for changing from 
first positions of employment in dietetics classified by 
type of first position from which they changed 
Type of first position from which changed 
Reason for Hospital Hospital Other 
changing from therapeutic administrative hospital Other 
first position, dietetics dietetics dietetics dietetics 
in dietetics N=197 N=46 N=57 N=37 








Desired a change 12.2 
To attend graduate 
school 3.0 














8 . 8  
10.5 
8 .8  
8 . 8  
0 .0  
10.5 
8 .8  
29.7 
8 .1  





8 . 1  
2.7 
Since respondents could indicate more than one reason, total per 
cent in columns does not equal 100.0. 
^For description of categories of reasons, see Appendix C. 
'Respondents who indicated reason did not specify marital status. 
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Over half of the graduates, 53.7 per cent, indicated that they had 
changed from their first positions for personal reasons or because of 
relocation. Of the 337 graduates, 32.1 per cent, indicated that they 
had changed because of dissatisfaction with the position, opportunity 
to be employed in a better position, or because of the desire to change 
to a different position to gain more experience. 
Administrative Elements of a First Position in Hospital Dietetics 
In section A of part II of the questionnaire, graduates^ were 
asked to describe their first positions in hospital dietetics in terms 
of the degree to which each of 59 administrative elements, grouped under 
14 subject headings, formed a part of the positions. The values in­
dicated on the scale of degree to which an element formed a part of the 
position were: 
0 Definitely not a part of the position 
1 A minor part of the position 
2 A substantial part of the position 
3 A very significant part of the position. 
Graduates were asked to consider an element a part of the position whether 
it was a direct or indirect, or shared or unshared responsibility. Al­
though a few graduates failed to respond to various items in this section, 
nonresponse was less than one per cent for all elements except the ele­
ment listed under the heading, research, for which nonresponse was 1.1 
per cent. Since the number not responding was very small, the data on non-
respondents for each element are not reported. 
^All graduates in the sample who had at least one year of experience 
in hospital dietetics following completion of their internships were asked 
to complete part II of the questionnaire. Except where noted, the find­
ings for part II are based on a total of 461 responses. 
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In an attempt to reduce the number of variables involved and, thus, 
facilitate the reporting of some of the findings in regard to section 
A, the scores for the individual elements within each of the 14 groups^ 
were intercorrelated. The resulting matrixes were examined to determine 
if the elements which had been logically arranged in the groups were 
highly related. The coefficient of reliability (56) was computed for 
the items within each group. For the 11 groups that contained more than 
one element, reliability coefficients ranged from .79 to .96. 
Degree to which administrative elements formed a part of graduates' first 
positions 
The mean degree to which each of the 14 groups of administrative 
elements formed a part of the graduates' first positions in hospital 
dietetics is shown in Table 13. The range of group means was from 0.40 
to 1.89 with the means for eight of the groups lying on the continuum 
between the points, "A minor part of the position" and "A substantial 
part of the position". 
To provide a more detailed report of employment demands made of re­
cent graduates, the percentage of respondents who indicated the various 
degrees to which each of the elements was a part of their first posi­
tions and the mean degree for each element are shown in Table 14. The 
elements are arranged in the Table in the order in which they appear in 
the questionnaire. Appendix A. 
Elements that were indicated as forming a substantial or very sig­
nificant part of the first position of 50 per cent or more of the 
graduates are listed below under the respective group headings: 
^Three of the 14 groups contained single elements. 
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Table 13. Mean degree* to which each of 14 groups of administrative 
elements formed a part of graduates' first positions in 
hospital dietetics 
Group Mean 
Sanitation and safety 1.89 
Educational programs 1.32 
Personnel management 1.29 
Departmental organization and management 1.28 
Menu planning 1.21 
Food distribution and service 1.17 
Equipment operation and maintenance 1.06 
Methods improvement 1.04 
Food production 0.96 
Receipt, storage, and control of food and supplies 0.84 
Research 0.59 
Space design and equipment selection 0.58 
Food purchas ing 0.52 
Financial management 0.40 
*Scale used: 
0 Definitely not a part of the position 
1 A minor part of the position 
2 A substantial part of the position 
3 A very significant part of the position. 
^For listing of individual elements constituting each group in this 
and subsequent tables, see questionnaire. Appendix A. 
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Table 14. Per cent of 461 graduates indicating degree to which ad­
ministrative elements formed a part of first positions and 
mean degree 
Degree^ to which element a 
part of first position 
Administrative element^ 0 12 3 Mean 
Departmental organization and 
management 
Planning departmental objectives 24.7 47.3 19. 3 8.2 1.14 
Planning departmental policies 26.5 45.3 18. 7 9.3 1.12 
Planning organizational structure 39.5 30.6 20.8 9.1 1.00 
Coordinating activities with 
other departments 23.2 34.1 25. 8 16.5 1.39 
Coordinating activities with­
in the department 11.7 28.2 33. 8 25.8 1.77 
Evaluating departmental 
activities 24.3 40.3 24. 5 10.2 1.26 
Q 
Personnel management 
Interviewing and selection 58.4 21.7 8. 9 10.8 0.74 
Orientation and/or initial 
on-the-job training 20.0 37.5 23. 9 18.4 1.42 
Direct supervision 6.9 20.0 31. 9 41.0 2.09 
Conducting group training 
programs 41.6 26.0 17. 1 15.0 1.07 
Individual counseling 20.6 29.7 27. 5 21.9 1.52 
Conducting group meetings 32.5 30.8 20. 6 15.4 1.24 
Appraisal of performance 25.4 29.1 23. 0 22.3 1.44 
Planning work schedules 39.7 24.3 13. 9 21.7 1.19 
Development and use of job 
descriptions, etc. 32.8 30.8 19. 1 16.9 1.24 
Assuring personnel records kept 
and used 46.9 26.5 11. 7 14.8 0.96 
^0 Definitely not a part of the position 
1 A minor part of the position 
2 A substantial part of the position 
3 A very significant part of the position. 
^For complete statements describing elements in this and sub­
sequent tables, see questionnaire. Appendix A. 
^Elements refer to management of nonprofessional personnel in 
this and subsequent tables unless otherwise indicated. 
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Table 14 (continued) 
Degree^ to which element a 
part of first position 
Administrative element^ 0 1 2 3 Mean 
Financial management 
Planning departmental budget 83.9 9.8 3.5 2.4 0.28 
Assuring cost accounting 
records kept 77.2 13.4 4.8 4.1 0.39 
Analysis of food, labor, and 
other costs 75.7 14.3 5.2 4.3 0.42 
Assuring cost control pro­
cedures followed 57.9 24.1 10.6 7.2 0.69 
Preparation of financial 
reports 82.0 11.3 3.3 3.0 0.31 
Determining selling prices 
for menu items 82.9 9.8 4.1 2.8 0.30 
Menu planning 
Planning regular menus 37.3 26.7 15.6 20.0 1.22 
Planning modified diet menus 17.8 16.3 19.5 46.0 1.97 
Planning menus for special 
occasion meals 49.9 28.4 9.5 11.7 0.86 
Cost analysis of menus 74.8 15.0 5.6 3.9 0.44 
Nutritional analysis of menus 31.0 21.5 19.3 28.0 1.46 
Conducting food preference 
s tudies 31.5 28.4 20.8 19.1 1.29 
Food purchasing 
Analyzing market conditions 77.0 13.7 4.6 4.1 0.41^ 
Determining quality specifica­
tions 72.0 13.9 8.9 4.6 0.51 
Determining quantities of food 
to be purchased 69.2 13.0 7.4 9.8 0.63 
Receipt, storage, and control 
of food and supplies 
Assuring receipts checked with 
requisitions 57.0 24.3 6.9 11.1 0.77 
Temperature control in food 
storage 44.3 31.9 12.6 10.8 0.93 
Assuring records kept for 
issues and receipts 60.1 22.1 8.0 8.9 0.73 
Seeing that inventory pro­
cedures followed 56.8 22.3 9.5 10.4 0.80 
Security measures in storage 
areas 45.8 31.0 10.4 11.9 0.95 
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Table 14 (continued) 
Degree* to which element a 
part of first position 
Administrative element'* 0 1 2 3 Mean 
Food production 
Production charting 52.5 24.7 10.8 11.3 0.86 
Development and use of 
standardized recipes 55.3 22.6 8.9 12.8 0.83 
Methods of quantity food 
preparation 50.8 24.7 13.9 10.2 0.87 
Judging quality of food 
products 10.6 34.5 29.5 25.2 1.71 
Assuring food production 
records kept 65.1 17.8 8.7 7.8 0.64 
Coordination of labor, equip­
ment, and materiel utiliza­
tion 53.4 24.9 10.0 11.3 0.83 
Food distribution and service 
Patient tray service procedures 7.6 14.3 27.3 50.5 2.23 
Procedures of food service to 
personnel and visitors 34.7 22.1 20.4 22.6 1.32 
Portion control 15.6 26.9 27.8 29.5 1.73 
Food merchandising 70.1 15.6 9.1 4.6 0.53 
Catering special meals 64.2 21.7 6.7 6.7 0.61 
Assuring food distribution and 
service records kept 65.1 18.0 10.4 5.9 0.62 
Sanitation and safety 
Assuring sanitation standards 
observed 11.7 24.1 31.0 32.8 1.88 
Assuring safe food handling 
practices followed 9.3 24.5 32.3 33.4 1.93 
Seeing that standards for 
personal hygiene for workers 
observed 8.7 24.9 30.2 36.0 1.95 
Assuring that safety standards 
observed 14.1 26.0 29.3 29.9 1.80 
Equipment operation and 
maintenance 
Assuring proper operation and 
care of equipment 28.9 34.1 19.5 16.9 1.30 
Assuring records for equip­
ment repair and maintenance kept 52.7 25.6 10.4 10.8 0.83 
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Table 14 (continued) 
Degree* to which element a 
part of first position 
Administrative element 0 12 3 Mean 
Methods improvement 
Work simplification or other 
studies 36.9 36.0 15.6 11.1 1.04 
Space design and equipment 
selection 
Planning space utilization and 
equipment placement 62.7 24.1 6.5 6.1 0.61 
Determining equipment specifica­
tions 67.5 19.5 6.1 6.3 0.56 
Educational programs 
Planning and/or implementing de­
partmental educational programs 30.4 30.4 20.0 18.7 1.32 
Research 
Planning and/or implementing de­
partmental research programs 67.5 19.7 5.9 5.9 0.59 
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Per cent 
Departmental organization and management ^ 
Coordinating activities within the department 59.6 
Personnel management 
Direct supervision of nonprofessional personnel 72.9 
Menu planning 
Planning modified diet menus 65.5 
Food production 
Judging the quality of food products 54.7 
Food distribution and service 
Patient tray service procedures 77.8 
Portion control 57.3 
Sanitation and safety 
Assuring that sanitation standards are observed 63.8 
Assuring that safe food handling practices are 
followed 65.7 
Seeing that standards for personal hygiene for 
food service workers are observed 66.2 
Assuring that safety standards are observed 59.2 
An additional 23 elements were considered as at least a minor part of 
their first positions by 50 per cent or more of the graduates. 
As revealed by these data, the employment demands made of recent 
graduates of hospital dietetic internships for performance in regard 
to the administrative aspects of a first position in hospital dietetics 
were mainly in the following areas : 
Departmental organization and management 
All elements 
Personnel management 
All elements except interviewing and selection of non­
professional personnel 
Menu planning 
All elements except cost analysis of menus planned 
^For complete statements describing elements, see questionnaire. 
Appendix A. 
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Receipt, storage, and control of food and supplies 
Temperature control in food storage and security measures 
in storage areas 
Food pr oduc t ion 
Judging the quality of food products 
Food distribution and service 
Patient tray service procedures, procedures of food service 
to personnel and visitors, and portion control 
Sanitation and safety 
All elements 
Equipment operation and maintenance 
Assuring proper operation and care of equipment 
Methods improvement (single element) 
Educational programs (single element) 
An item was included at the end of section A for the listing of 
additional administrative elements that formed a part of the graduates* 
first positions. Sixty-nine graduates responded to this item indicating 
a variety of other administrative responsibilities. The most frequently 
mentioned additional administrative aspects of the first position are 
shown below: 
Additional administrative aspects Number of 
of first position responses 
Responsibility for some aspect of a 
dietetic internship 13 
Planning or implementing new policies and 
procedures in regard to such subjects 
as centralized tray service, menu manage- ' 
ment, formula preparation and distribu­
tion, diet manual preparation, and com­
puter-assisted management programs 12 
Teaching responsibilities in regard to 
patients, personnel, student nurses, etc. 11 
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Responsibility for the management of the 
dietary department or various units 
within the department during the ab­
sence of the regularly assigned 
dietitian 8 
Responsibility for various aspects of per­
sonnel management in regard to other 
professional staff members 5 
Responsibility for various aspects of per­
sonnel management in regard to non­
professional supervisory personnel 5 
Relationship of area of emphasis of work in first position 
It was hypothesized that there was no difference in the degree to 
which the administrative elements listed in the questionnaire were a 
part of the graduates' first positions with respect to the area of 
emphasis of work of graduates in their first positions. Of the 461 re­
spondents, 314 indicated that the major emphasis of work in their first 
positions was in therapeutics, 83 indicated major emphasis in ad­
ministration, 56 indicated about equal emphasis in therapeutics and ad­
ministration, and seven specified other emphases such as research or 
teaching. One graduate did not respond to the item regarding emphasis. 
Profiles of the means of the degree to which each of the 14 groups 
of elements formed a part of the graduates' first positions where the 
graduates were classified into three categories by area of emphasis of 
work in the first position, i.e., therapeutics, administration, and about 
equal emphasis in therapeutics and administration, are shown in Figure 1. 
Visual inspection of these profiles and supporting data in Table 27, 
Appendix F, were the means used to examine differences among the three 
classifications of emphasis of work. The classification, other, was not 
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Area of emphasis of work 
Therapeutics N=314 
-H-+ Administration N" 83 
Equal therapeutics and 
administration N" 56 
Group 
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Figure 1. Mean degree to which 14 groups of administrative elements 
formed a part of first positions in hospital dietetics by 
area of emphasis of work 
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analyzed because of the small number of responses and its inclusion of 
several different emphases. 
With the exception of two groups of elements, menu planning and re­
search, those graduates whose major emphasis of work was in therapeutics 
considered each group of elements less a part of their first positions 
than those whose emphasis of work was in administration or in therapeutics-
administration. With the exception of three groups, those graduates whose 
major emphasis of work was in administration considered each group of 
elements more a part of their first positions than those whose emphasis 
of work was in therapeutics or in therapeutics-administration. The ex­
ceptions were the group, educational programs, which was less a part of 
the administrative positions than the therapeutics-administrative posi­
tions, and the groups, menu planning and research, which were less a 
part of the administrative positions than the other two types of positions. 
The magnitude of the differences between high and low means among 
the three categories of dietitians was greatest for the group, receipt, 
storage, and control of food and supplies, followed by equipment operation 
and maintenance, and then by personnel management. As shown in Table 27, 
the magnitude of the differences between the high and low means for 
these three groups of elements was 1.27, 1.15, and 1.05, respectively. 
In each case, the high mean was that indicated for the graduates whose 
major emphasis of work in the first position was in administration while 
the low mean was that indicated for the graduates whose major emphasis of 
work was in therapeutics. ^ 
The smallest differences in mean degree to which the 14 groups formed 
a part of graduates' first positions when the graduates were classified 
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by major emphasis of work were found for the following groups of elements: 
research, menu planning, and educational programs. The magnitude of the 
differences between the high and low means for these three groups was 
0.07, 0.38, and 0.48, respectively. In the case of the group, research, 
the highest mean was 0.50 and was shown for both the therapeutic and 
the therapeutic-administrative dietitians. In the case of the group, 
menu planning, the high mean was indicated for the therapeutic-adminis­
trative dietitians while the low mean was found for those whose major 
emphasis of work was in administration. For the group, educational 
programs, the high mean was shown for the therapeutic-administrative 
dietitians while the low mean was found for the therapeutic dietitians. 
Relationship of number of other professional staff members 
It was hypothesized that there was no relationship between the de­
gree to which administrative elements were a part of graduates' first 
positions and the number of other professional staff members in the 
dietary departments of the hospitals where the graduates were first em­
ployed. Of the 461 graduates, 456 responded to the item regarding the 
number of other staff members. Where a response indicated that dietetic 
interns had been included in the total number of other staff members, 
the number of dietetic interns was subtracted from the total. The number 
of other staff members indicated by the respondents is shown in Table 28, 
Appendix F. The number of other staff members ranged from zero to 48 
with a mean of 8.2. It is noteworthy that of the 11 graduates who in­
dicated 40 other professional staff members in the dietary department of 
the hospitals where the graduates were first employed, all but one ap­
peared to have been employed in the same dietary department. 
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The number of other professional staff members was correlated^ with 
the degree to which each of the 59 administrative elements formed a 
part of the first position. As shown in Table 29, Appendix F, 20 
elements correlated significantly at the .01 level with the number of 
other professional staff members. The hypotheses of no relationship be­
tween number of other professional staff members and degree to which 
these 20 administrative elements were perceived to be a part of the 
first positions were rejected. However, since none of the correlation 
coefficients exceeded .21, the relationships were not considered high 
enough to be meaningful. 
Ratings of Adequacy of Internship Preparation for Performance of 
Administrative Elements of a First Position in Hospital Dietetics 
In section B of part II of the questionnaire, graduates were asked 
to assume that each of the 59 administrative elements listed described 
a part of their first positions in hospital dietetics and to rate the 
adequacy of their internship preparation in enabling them to perform 
effectively in the first position in regard to each element. The 
rating scale used was: 
0 No preparation provided or completely inadequate 
1 Very inadequate; very little help 
2 Somewhat inadequate; some help but could have been 
improved considerably 
3 Adequate; helpful and needed little improvement 
4 Very adequate; very helpful and could not easily 
have been improved 
5 Completely adequate. 
^The correlation coefficient necessary for significance at the .01 
level in this and subsequent analyses in the present study is .12. 
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As in Section A, a few graduates failed to respond to various items. 
Since the number of nonrespondents to any one item in Section B did not 
exceed 1.5 per cent of the total 461 graduates, the data concerning non-
response are not reported. 
In an attempt to reduce the number of variables involved in test­
ing some of the hypotheses concerning graduates' perceptions of the ade­
quacy of their internship preparation, the adequacy ratings for the in­
dividual elements listed under the 14 group headings in section B of 
the questionnaire were intercorrelated. The coefficient of reliability 
(56) was computed for the items within each group.^ The reliability co­
efficients for the groups ranged from .86 to .96. As an additional 
test for linearity and homogeneity of items within each group (75), total 
adequacy ratings (sum of ratings for elements in group) for each of the 
groups were intercorrelated with the scores for the respective individual 
elements within each group. The resulting item-total correlation co­
efficients (r^^) were compared with the minimum acceptable item-total 
correlations. The minimum acceptable item-total correlation is defined 
as r^^ = 1/ "/n where n is the number of items in the given dimension 
(75). For each group, the calculated r^^'s exceeded the minimum accept­
able item-total correlation. The average intercorrelations, range of 
intercorrelations, reliability coefficients, and the range of item-total 
correlation coefficients are shown in Table 30, Appendix F. On the basis 
of the results of these computations, total ratings for groups of ele­
ments were used rather than individual element ratings in testing some 
^Three of the groups contained single items. 
Ill 
of the hypotheses in regard to perceptions of adequacy of internship pré­
parât ion. 
In Table 15, the mean adequacy rating for each of the 14 groups of 
administrative elements is shown. The range of group means was from 
2.12 to 3.59. On the rating scale, a score of three or above indicates 
an adequate or better rating while a score less than three indicates a 
less than adequate rating. The means of adequacy ratings for eight of 
the groups fell between the points on the scale identified as adequate 
and very adequate while the means for six groups fell between the points 
identified as somewhat inadequate and adequate. 
To provide a more detailed report of ratings of adequacy of intern­
ship preparation for performance of administrative aspects of a first 
position in hospital dietetics, the percentage of the 461 respondents 
who indicated various ratings of adequacy of internship preparation for 
each of the elements and the mean rating are shown in Table 16. In the 
Table the frequencies of response were combined for the scale values of 
one and two, very inadequate and somewhat inadequate, and for the scale 
values of four and five, very adequate and completely adequate. The ele­
ments are arranged in the Table in the order in which they appear in 
the questionnaire. Appendix A. 
Although it is gratifying to those concerned with curriculum de­
velopment to learn about the areas in an educational program that are 
rated favorably by graduates, a primary interest of educators lies in the 
discovery of areas that, in the opinion of the graduates, reflect in­
adequate preparation. In the present study 25 per cent or more of the 
graduates indicated that they had received less than adequate preparation 
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Table 15. Mean adequacy rating ^ of internship preparation for per­
formance of 14 groups of administrative elements in a first 
position in hospital dietetics 
Group Mean adequacy rating 
Receipt, storage, and control of food 
and supplies 3.59 
Sanitation and safety 3.58 
Menu planning 3.45 
Food production 3.40 
Food distribution and service 3.40 
Food purchasing 3.20 
Methods improvement 3.15 
Equipment operation and maintenance 3.02 
Educational programs 2.87 
Personnel management 2.79 
Space design and equipment selection 2.52 
Financial management 2.42 
Departmental organization and management 2.32 
Research 2.12 
^Rating scale used: 
0 No preparation provided or completely inadequate 
1 Very inadequate; very little help 
2 Somewhat inadequate; some help but could have been 
improved considerably 
3 Adequate; helpful and needed little improvement 
4 Very adequate; very helpful and could not easily 
have been improved 
5 Completely adequate. 
b 
For listing of individual elements constituting each group in this 
and subsequent tables, see questionnaire. Appendix A. 
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Table 16. Per cent of 461 graduates indicating various adequacy ratings 
of Internship preparation for performance of administrative 
elements of first positions in hospital dietetics and mean 
ratings 
Adequacy rating* 
Less than Adequate 
y adequate or better 
Administrative element 0 1 and 2 3 4 and 5 Mean 




**Plannlng departmental policies 
**Planning organizational 
structure 
••Coordinating activities with 
other departments 
•Coordinating activities with­




••Interviewing and selection 
•Orientation and/or initial 
on-the-job training 
Direct supervision 
•Conducting group training 
programs 
••Individual counseling 
••Conducting group meetings 
•Appraisal of performance 
•Planning work schedules 
•Development and use of job 
descr ipt ions, etc. 
•Assuring personnel records 
kept and used 
^Rating scale used: 
0 No preparation provided or completely inadequate 
1 Very inadequate; very little help 
2 Somewhat inadequate; some help but could have been improved 
considerably 
3 Adequate; helpful and needed little improvement 
4 Very adequate; very helpful and could not easily have been 
Improved 
5 Completely adequate. 
''Elements marked with one asterisk—25 per cent or more graduates in­
dicated less than adequate preparation. Elements marked with two aster­
isks- -50 per cent or more graduates indicated less than adequate prepara­
tion. 
13.9 49.5 26.0 9.5 2.05 
13.4 48.4 27.3 9.7 2.11 
11.5 43.4 29.9 14.1 2.31 
13.9 39.9 28.9 16.3 2.27 
3.5 31.2 33.0 31.2 2.92 
13.7 43.4 24.5 17.1 2.27 
16.5 43.9 25.2 13.2 2.14 
5.2 34.7 34.3 24.7 2.76 
0.4 21.3 33.2 44.0 3.41 
8.7 25.3 28.2 36.7 2.99 
11.3 43.2 25.4 19.1 2.39 
11.9 40.3 25.8 20.8 2.42 
6.5 38.8 32.3 21.2 2.63 
3.5 28.8 32.3 34.2 3.05 
3.3 24.7 32.5 38.4 3.16 
8.0 27.7 29.1 33.9 2.93 
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Table 16 (continued) 
Adequacy rating* 
Less than Adequate 
y adequate or better 
Administrative element 0 1 and 2 3 4 and 5 Mean 
Financial management 
**Planning departmental budget 30.2 45.1 15.8 7.8 1.58 
^Assuring cost accounting 
records kept 7.6 37.7 31.2 22.3 2.62 
*Analysis of food, labor, and 
other costs 8.9 40.5 28.6 20.8 2.51 
•Assuring cost control pro­
cedures followed 7.4 35.3 32.3 23.7 2.68 
•Preparation of financial 
reports 8.2 32.8 30.4 27.5 2.73 
••Determining selling prices 
for menu items 16.1 34.9 24.1 23.9 2.39 
Menu planning 
Planning regular menus 0.7 11.7 26.9 59.7 3.80 
Planning modified diet menus 0.4 11.3 26.0 61.1 3.85 
•Planning menus for special 
occasion meals 8.5 24.0 29.5 36.7 3.02 
•Cost analysis of menus 8.2 25.2 25.6 39.9 3.06 
Nutritional analysis of menus 4.8 11.9 24.7 57.5 3.67 
•Conducting food preference 
studies 6.5 19.9 24.7 47.5 3.30 
Food purchasing 
•Analyzing market conditions 7.2 28.7 30.6 32.5 2.91 
•Determining quality specifica­
tions 4.8 21.4 33.0 39.7 3.18 
Determining quantities of food 
to be purchased 2.6 14.8 30.4 51.2 3.50 
Receipt, storage, and control 
of food and supplies 
Assuring receipts checked with 
requisitions 2.2 11.0 27.8 57.9 3.73 
Temperature control in food 
storage 1.1 11.7 30.2 55.9 3.71 
Assuring records kept for 
issues and receipts 2.4 16.3 30.4 49.9 3.52 
Seeing that inventory pro­
cedures followed 1.7 15.1 29.1 53.1 3.59 
Security measures in storage 
areas 2.2 19.1 31.9 46.0 3.41 
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Table 16 (continued) 
Adequacy rating* 
Less than Adequate 
adequate or better 
Administrative element^ 0 1 and 2 3 4 and 5 Mean 
Food production 
Production charting 
Development and use of 
standardized recipes 
Methods of quantity food 
preparation 
Judging quality of food 
products 
•Assuring food production 
records kept 
•Coordination of labor, equip­
ment and materiel utiliza­
tion 
Food distribution and service 
Patient tray service pro­
cedures 
Procedures of food service to 
personnel and visitors 
Portion control 
*Food merchandising 
•Catering special meals 
•Assuring food distribution 
and service records kept 
Sanitation and safety 
Assuring sanitation standards 
observed 
Assuring safe food handling 
practices followed 
Seeing that standards for 
personal hygiene for workers 
observed 
Assuring that safety standards 
observed 
Equipment operation and 
maintenance 
Assuring proper operation and 
care of equipment 
•Assuring records for equipment 
repair and maintenance kept 
3.0 18,8 28.6 48.5 3.41 
2.6 20.6 26.0 49.9 3.45 
2.4 17.0 31.2 43.6 3.48 
0.9 11.5 32.5 54.2 3.66 
3.9 22.4 33.0 39.9 3.21 
1.7 24.8 36.9 35.5 3.17 
0.0 3.9 24.3 70.9 4.04 
0.9 10.4 25.4 62.5 3.77 
0.4 9.3 28.0 61.4 3.82 
5.0 27.4 35.4 31.5 2.97 
10.8 34.1 26.5 27.5 2.67 
3.5 24.8 36.7 33.6 3.12 
0.4 15.4 32.3 50.9 3.55 
0.7 13.4 32.8 52.2 3.59 
0.7 11.7 33.2 53.6 3.64 
0.4 12.8 38.8 47.1 3.54 
1.1 23.4 38.4 36.3 3.24 
6.7 34.3 31.9 26.1 2.79 
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Table 16 (continued) 
Adequacy rating* 
Less than Adequate 
adequate or better 
Administrative element 0 1 and 2 3 4 and 5 Mean 
Methods improvement 
*Work simplification or other 
studies 
Space design and equipment 
selection 














24.3 36.7 34.7 3.15 
10.0 36.9 29.9 22.3 2.56 
9.8 38.6 31.9 18.9 2.49 
29.0 31.5 31.9 2.87 
23.0 35.6 24.1 16.3 2.12 
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during their internships in regard to 37 of the 59 elements listed. These 
included all of the elements listed under the following headings: depart­
mental organization and management, financial management, methods improve­
ment, space design and equipment selection, educational programs, and 
research. Also included were all of the elements listed under the head­
ing, personnel management, except the element, direct supervision of non­
professional personnel. Elements in other groups for which preparation 
was perceived as being less than adequate by 25 per cent or more of the 
graduates were as follows ; 
Menu planning 
Planning menus for special occasion meals 
Cost analysis of menus planned 
Conducting food acceptance and/or food preference studies 
Food purchasing 
Analyzing market conditions to determine availability and/or 
costs of food to be purchased 
Determining quality specifications for foods to be purchased 
Food production 
Assuring that appropriate and accurate food production 
records are kept 
Coordination of labor, equipment, and materiel utilization 
in food production 
Food distribution and service 
Food merchandising 
Catering special meals 
Assuring that appropriate and accurate food distribution 
and service records are kept 
Equipment operation and maintenance 
Assuring that appropriate records for equipment repair 
and maintenance are kept. 
Fifty per cent or more of the graduates indicated that their internship 
preparation was less than adequate for 11 of the elements as follows: 
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Per cent 
Planning long and short range department objectives 63.3 
Planning departmental policies to achieve objectives 61.8 
Planning and/or adjusting organizational structure 
and deciding responsibility assignments for super­
visory personnel 57.0 
Coordinating activities with other departments through 
oral or written conmunications with individuals and 
groups outside the department 53.8 
Evaluating departmental activities in relation to 
immediate and future objectives 57.0 
Interviewing and selection of nonprofessional 
personnel 60.3 
Individual counseling of nonprofessional personnel 54.4 
Conducting group meetings with nonprofessional 
personnel 52.3 
Planning departmental budget 75.3 
Determining selling prices for menu items 51.0 
Planning and/or implementing research programs of 
the department 58.6 
At the end of section B of the questionnaire, an item was included 
in which graduates were asked to rate the adequacy of their internship 
preparation for performance in a first position for each of the additional 
administrative aspects of their first positions that they had listed at 
the end of section A. Response to this item was extremely limited (41 
responses); therefore, the data are not included in this report. 
Relationship of year of graduation from the internship 
It was hypothesized^ that several factors may have influenced the 
graduates' perceptions of adequacy of internship preparation. Among these 
factors was year of graduation from the internship. It was believed that 
the further removed an individual was from the time of his internship, 
the more experience he would have had in the world of work and, con-
The remaining analyses of data from section B were based on N=457. 
Four questionnaires containing a large number of nonresponses to items in 
sections B and G of the questionnaire were removed from the original 461 
and not Included in the ensuing analyses. For purposes of analysis, non-
responses to any items in the remaining 457 questionnaires were scored at 
the mean rating for the Item. 
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comitantly, the greater his appreciation of the educational offerings of 
the internship would be. Therefore, it was believed that the ratings of 
adequacy of internship preparation would be higher for the earlier 
graduates in the study than for the later ones. Correlation coefficients 
were computed between year of graduation from the internship and ratings 
of adequacy of internship preparation for each of the 14 groups of ad­
ministrative elements. None of the correlation coefficients was signifi­
cant at the .05 level. The hypotheses of no relationship between year of 
graduation from the internship and rating of adequacy of internship pre­
paration for performance of administrative elements in a first position 
in hospital dietetics remained tenable. 
Relationship of size of Internship class 
A second factor hypothesized to be associated with perception of ade­
quacy of preparation was size of internship class, i.e., small, medium, 
and large, from which the respondents had graduated. Correlation coef­
ficients were computed between size of internship class and ratings of 
adequacy of internship preparation for each of the 14 groups of ad­
ministrative elements. Correlations between each of three groups, menu 
planning, equipment operation and maintenance, and educational programs, 
and size of internship class were significant at the .01 level. The 
correlation coefficients for the three groups were -.12, .12, and -.15, 
respectively. The hypotheses of no relationship between size of intern­
ship class from which the respondents graduated and ratings of adequacy 
of internship preparation were rejected for the three groups. However, 
since none of the correlation coefficients exceeded .15, the relation­
ships were not considered high enough to be meaningful. 
120 
Relationship of degree to which administrative elements formed a part of 
the first position 
The possible relationship between the degree to which each of the 
59 administrative elements formed a part of the first positions of 
graduates and the ratings of adequacy of internship preparation for 
performance of each of the elements was studied by computing correla­
tions.^ Thirty-five correlations were significant at the .01 level. 
The data are shown in Table 31, Appendix F. The hypotheses of no relation­
ship were rejected for the 35 elements. However, since none of the cor­
relation coefficients exceeded .32, the relationships did not appear to 
be of practical importance although it was of interest that all of the 
significant correlations were positive. 
Relationship of internship from which graduated 
It was hypothesized that there was no difference in the perceived 
degree of adequacy of internship preparation for the performance of ad­
ministrative elements in a first position in hospital dietetics with re­
spect to internship from which graduated. In testing the hypotheses, 
adequacy ratings for individual elements within each group were totaled. 
Single classification analysis of variance for the total group ratings 
for the graduates of the 24 internships was applied. Separate analyses 
were made for each of the 14 groups of administrative elements. The F-
test criterion was used to determine if differences in mean scores for 
^The correlation coefficients were computed between the scores for 
the degree to which the administrative elements listed in section A, 
part II of the questionnaire formed a part of the first position and the 
adequacy ratings for the corresponding elements listed in section B, 
part II of the questionnaire. 
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graduates' adequacy ratings among the 24 internships were significant. 
Each of the calculated F-values for the 14 analyses was significantly 
different from the tabular F at the .05 level. Shown in Table 17 are 
the range of means of ratings of adequacy of preparation by graduates of 
the 24 internships for each of the 14 groups, the number of internships 
whose graduates rated the internship preparation, on the average, as 
adequate or better for each of the 14 groups of elements, and the calcu­
lated F-values for the 14 analyses. 
In each of the 14 groups the Scheffe'(61) test was used in comparing 
the 24 internships on a paired basis, i.e., internship 1 versus intern­
ship 2, internship 1 versus internship 3, internship 1 versus internship 
4, etc. This resulted in 276 comparisons for each of the 14 groups. The 
groups and the number of internships between which significant differences 
at the .05 level in the mean ratings of adequacy of internship preparation 
by the graduates were determined are shown below. 
Group heading Number of internships 
Departmental organization 1 differed significantly 
and management from 2 others 
Personnel management 1 differed significantly 
from 1 other 
Financial management 1 differed significantly 
from 1 other 
Menu planning 1 differed significantly 
from 1 other 
Space design and equipment 1 differed significantly 
selection from 4 others 
For each of the above comparisons, one of two internships was represented. 
The score for one of the two was consistently low, and for the other 
consistently high. 
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Table 17. Range of mean ratings of adequacy of internship preparation 
by graduates of 24 internships for 14 groups of administrative 
elements, number of internships receiving mean ratings of ade­
quate or better, and calculated F-values for tests of signifi-
cant differences among internships 
Group 




ships for which 
preparation rated 









Receipt, storage, and 
control of food and 
supplies 
Food production 
Food distribution and 
service 








1.61 - 3.59 
1.83 - 3.75 
1.46 - 3.43 
2.35 - 4.25 
2.50 - 3.72 
2.87 - 4.16 
2.33 - 4.09 
2.85 - 4.14 
3.03 - 4.33 
2.15 - 3.80 
2.13 - 4.12 
1.10 - 3.76 
1.61 - 3.72 






























0 No preparation provided or completely inadequate 
1 Very inadequate; very little help 
2 Somewhat inadequate; some help but could have been Improved 
considerably 
3 Adequate; helpful and needed little improvement 
4 Very adequate; very helpful and could not easily have been 
improved 
5 Completely adequate. 
^•Significant at .05 level. 
**Significant at .01 level. 
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Relationship of area of emphasis of work in first position In hospital 
dietetics 
It was hypothesized that there was no difference in the perceived 
degree of adequacy of internship preparation for the performance of ad­
ministrative elements in a first position in hospital dietetics with re­
spect to the area of emphasis of work in the first position. To test 
this hypothesis, single classification analysis of variance of the data 
for group ratings of the graduates classified in three emphases of work, 
i.e., therapeutics (N=312), administration (N=81), and therapeutics-
administration (N=56), was applied in each of 14 separate analyses for 
the groups of elements. Using the F-test criterion to determine if 
differences among all three emphases were significant, the calculated 
F-values for three of the 14 groups of administrative elements were 
significantly different from the tabular F at the .05 level. 
In each of the three groups, the Scheffe*'test was used in compar­
ing the three areas of emphasis on a paired basis, i.e., emphasis 1 
versus emphasis 2, emphasis 1 versus emphasis 3, and emphasis 2 versus 
emphasis 3. Shown in Table 18 are the mean values for the adequacy of 
preparation ratings classified by the three emphases and the 14 groups, 
and the calculated F-values used to test for significant differences. 
Those pairs of means which were determined as significantly different at 
the .05 level by the Scheffe' test are indicated by a bracket. 
The three groups for which significant differences among classifica­
tions of dietitians were found were financial management, food production, 
and educational programs. For the three groups, the calculated mean 
ratings by those graduates whose emphasis of position was in therapeutics-
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Table 18. Mean ratings of adequacy of Internship preparation for 14 
groups of administrative elements where respondents classi­
fied by area of emphasis of work in first position, and cal­
culated F-values^ for tests of significant differences among 
three emphases of work 
Mean ratings of adequacy 
Area of emphasis of work 
Therapeutics 
Thera- Adminis- and 
peutics tration Administration Calculated 
Group N=312 N=81 N=56 F-value^ 
Departmental organization 
and management 2.26 2.12 2.34 0.76 
Personnel management 2.74 2.60 2.79 0.88 
Financial management 2.38 2.08 2.54 3.26* 
Menu planning 3.38 3.27 3.60 1.62 
Food purchasing 3.16 2.91 3.35 2.73 
Receipt, storage, and 
control of food and 
supplies 3.57 3.37 3.65 1.73 
Food production 3.33 3,21 3.66 
1 
3.56* 
Food distribution and 
service 3.32 3.36 3.45 0.54 
Sanitation and safety 3.54 3.47 3.53 0.17 
Equipment operation and 
maintenance 2.96 2.93 2.92 0.02 
Methods improvement 3.10 2.92 3.21 1.02 
Space design and equip­
ment selection 2.54 2.16 2.42 2.83 
Educational programs 2)86 2[41 3.12 5.41** 
Research 2.11 1.70 2.02 2.33 
^A score of three or above indicates an adequate or better rating 
while a score of less than three indicates a less than adequate rating. 
Those means connected by a bracket were significantly different 
at the .05 level when compared on a paired basis. 
^*Signifleant at .05 level. 
**Signifleant at .01 level. 
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administration was highest followed by those whose emphasis of position 
was in therapeutics and Lowest for those whose emphasis of position was 
in administration. 
When the mean ratings by the dietitians classified into the three 
categories according to emphasis of work were compared on a paired 
basis, significant differences were found between the therapeutic-admin­
istrative dietitians and the administrative dietitians for the groups, 
food production and educational programs. Significant differences were 
found between the therapeutic and administrative dietitians for the 
group, educational programs. 
Relationship of specific area of dietetics in which graduates had major 
interest as dietetic interns 
The third hypothesis tested by single classification analysis of 
variance was that there was no difference in the perceived degree of 
adequacy of internship preparation for the performance of administrative 
elements in a first position in hospital dietetics with respect to the 
specific area of dietetics in which graduates had major interest as 
dietetic interns. Of the 457 graduates studied in this part of the re­
search, 217 Indicated that their major area of interest in dietetics 
during their internships was therapeutics, 77 indicated the major area 
of interest as administration, 146 indicated about equal Interest in 
administration and therapeutics, and 17 indicated interest in other areas 
of dietetics such as research, teaching, public health nutrition, and 
clinic work. The "other" category of interest was not included in the 
present analysis because of the small number of responses and the variety 
of areas in dietetics included in the category. 
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Separate analyses were made for the 14 groups of elements using 
total group ratings of graduates who were classified in the three areas 
of interest, i.e., therapeutics, administration, and therapeutics-
administration. The F-test criterion was used to determine if dif­
ferences in mean scores for adequacy ratings noted among graduates 
classified by the three areas of interest were significant. Each of the 
calculated F-values for the 14 groups except for the group, departmental 
organization and management, was significantly different from the 
tabular F at the .05 level. In each of the 13 groups, the Scheffe^test 
was used in comparing the three areas of interest on a paired basis. 
Shown in Table 19 are the mean values for the adequacy of preparation 
ratings classified by the three areas of interest and the 14 groups and 
the calculated F-values used to test for significant differences. Those 
pairs of means which were determined as significantly different at the 
.05 level by the Scheffe' test are indicated by a bracket. 
Significant differences were found between the mean adequacy rat­
ings for those who indicated about equal interest in therapeutics and 
administration and those who indicated Interest in therapeutics for the 
fourth through the twelfth groups of administrative elements as listed 
in Table 19. Significant differences were found in the mean adequacy 
ratings between those who indicated about equal interest in therapeutics 
and administration and those who indicated interest in administration 
for the second through the ninth and the twelfth through the fourteenth 
groups of elements as listed in the Table. In each case where signifi­
cant differences were found in the mean ratings of the graduates classi­
fied in the three areas of Interest, the observed mean ratings for those 
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Table 19. Mean ratings of adequacy of internship preparation for 14 
groups of administrative elements where respondents classi­
fied by area of dietetics in which they had major interest as 
dietetic interns, and calculated F-values for tests of sig-
nificant differences among three areas of interest 
Mean ratings of adequacy 















and management 2.17 2.12 2.42 2.86 
Personnel management 2.62 2i61 2l91 4.77** 
Financial management 2.25 2120 2157 4.52* 
Menu planning 3129 3,11 3164 
J 
7.45** 





Receipt, storage, and 
control of food and 
supplies 3I42 3.36 
1 
3l78 6.94** 
Food production 3116 3.24 ( 3:67 J 
11.80** 
Food distribution and 
service 3I19 3,28 3',62 10.76** 
Sanitation and safety 3146 3,35 3175 5.50** 
Equipment operation and 
maintenance 2185 2.84 3118 4.03* 
Methods improvement 2198 3.00 3131 3.38* 
Space design and equip­
ment selection 2138 2,27 2I73 4.40* 
Educational programs 2.78 2l5l 3102 3.84* 
Research 2.07 1149 2124 6.55** 
score of three or above indicates an adequate or better rating 
while a score of less than three indicates a less than adequate rating. 
Those connected by a bracket were significantly different at 
the .05 level whén compared on a paired basis. 
^*Significant at .05 level. 
**Significant at .01 level. 
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who Indicated about equal interest in therapeutics and administration 
as dietetic interns were the highest. 
Internship Experiences in Three Selected Areas of Ad­
ministration and in Other Aspects of Administration 
In section C of the questionnaire, graduates were asked to identify 
some of the actual experiences that they had during their internships 
in three areas of administration: departmental organization and 
management, personnel management, and financial management. The three 
areas were defined in terms of the same administrative elements that 
were listed under the identical three group headings in section B of 
the questionnaire. For each of the three areas, statements of specific 
experiences that may have been provided during the internship were listed. 
Eighteen experiences were given for each of the areas of departmental 
organization and management and personnel management; 11 experiences were 
listed for the area of financial management. 
The specific experiences listed were of four general types: class­
room experiences which included class discussions, group discussions with 
staff advisers, and special individual or group projects such as planning 
an organization chart or a hypothetical budget; experiences involving ob­
servation and limited participation; experiences involving the assumption 
of responsibility by the dietetic intern; and experiences in self-evaluation 
in the presence of the staff adviser. 
Graduates were asked to indicate the degree to which they had each 
experience during the internship by circling one of the following: 
0 Did not have experience 
1 Had experience to a limited extent 
2 Had experience to a considerable extent. 
129 
The findings for this part of the research were based on responses from 
457 graduates. Nonresponse to each of the experiences listed in section 
C of the questionnaire was less than one per cent. For purposes of 
analysis, nonresponses to any items in this section were scored at the 
mean for the item. 
The major purpose of this part of the research was to attempt to 
determine if certain experiences and certain types of experiences were 
more closely associated than others with higher ratings of adequacy of 
internship preparation in the areas to which the experiences were re­
lated. Correlation coefficients were computed between the degree to 
which graduates indicated that they had the specific experiences In the 
three areas during their Internships and the respective ratings of 
adequacy of preparation for the areas. The adequacy ratings used were 
those reported for the same groups in section B of the questionnaire. In 
making the ratings in section B, graduates were asked to assume that the 
administrative elements composing the groups formed a part of their 
first positions. 
The mean degree to which graduates had each of the experiences in de­
partmental organization and management, the standard deviation, and the 
correlations between degree to which graduates had each of the experiences 
and the adequacy ratings for the area are shown in Table 20. The same 
information is shown for the areas of personnel management and financial 
management in Tables 21 and 22, respectively. The discussion of the 
findings in this section of the report is, for the most part, limited to 
consideration of the magnitude of the calculated sample statistics. 
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Table 20. Degree to which graduates had 18 experiences In area of de­
partmental organization and management; correlations between 
degree to which graduates had each experience and ratings of 
adequacy of preparation for area 
Experience by type 










6. Evaluating organizational 
structure of department 
4. Discussion and analysis of 
records and reports, 
policies and procedures 
used for analysis and 
evaluation of overall 
department operations 
2. Study and discussion of 
hospital and departmental 
policies 
1. Discussion and analysis of 
departmental objectives 
7. Planning an organization 
chart 
1.24 0.66 .44 
1.14 0.67 .43 
1.08 0.60 .47 
1.06 0.64 .50 
0.96 0.75 .35 
Observation and limited participation 
experiences 
14. Working with supervisory 
personnel 1.59 0.57 .26 
12. Participation in depart­
mental inspections 1.18 0.71 .40 
3. Participation in depart­
mental staff meetings 1.05 0.80 .35 
8. Working with department 
director or assistant 1.05 0.76 .40 
*Scale used : 
0 Did not have experience 
1 Had experience to a limited extent 
2 Had experience to a considerable extent. 
^Experiences are numbered to correspond with the experience numbers 
listed in the area of departmental organization and management in section 
C of the questionnaire. Appendix À. For complete statements describing 
experiences, see section C of the questionnaire. 
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Table 20 (continued) 










5. Participation in interde­
partmental meetings 0.70 0.70 .34 
10. Participation in conferences 
with the hospital ad­
ministrator 0.37 0.61 .34 
Assumption of responsibility 
experiences 
17. Management of a depart­
mental unit or units 1.82 0.44 .16 
16. Delegating responsibilities 
to nonprofessional super­
visory personnel 1.47 0.58 .28 
11. Intradepartmental com­
munications 1.08 0.68 .37 
13. Making recommendations for 
corrective measures in 
regard to departmental 
activities 0.98 0.67 .40 
9. Analyzing problem area in 
departmental management 
and formulating a plan 
to solve the problem 0.96 0.74 
CM 
15. Interdepartmental com­
munications 0.66 0.67 .37 
Experience in self-evaluation with 
staff adviser 
18. Self-evaluation of own actions 
and decisions related to 
area 1.59 0.59 .20 
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Table 21. Degree to which graduates had 18 experiences in area of person­
nel management; correlations between degree to which graduates 
had each experience and ratings of adequacy of preparation 
for area 
Degree* to which 
graduates had Correlation 
experience with 
y Standard adequacy 
Experience by type Mean deviation rating 
Classroom experiences 
3. Discussion concerning employer 
employee relations 
15. Study and discussion of job 
descriptions, job specifica­
tions, and performance 
standards 
8. Discussions concerning tech­
niques, methods, and materials 
for training 
1. Discussions concerning employ­
ment practices for food 
service personnel 
16. Discussions concerning per­
formance appraisal methods 
13. Study and discussion of person­
nel records 
11. Discussion and analysis of or­
ganizational personnel 
problems 1.02 0.71 .43 
Observation and limited participation 
experiences 
2. Observation of and participa­
tion in work of nonprofessional 
personnel in dietary depart­
ment 1.82 0.40 .24 
*Scale used: 
0 Did not have experience 
1 Had experience to a limited extent 
2 Had experience to a considerable extent. 
^Experiences are numbered to correspond with the experience numbers 
listed in the area of personnel management in section C of the question­
naire, Appendix A. For complete statements describing experiences, see 
section C of the questionnaire. 
1.57 0.56 .43 
1.53 0.56 .45 
1.36 0.61 .47 
1.26 0.64 .43 
1.24 0.60 .49 
1.16 0.67 .48 
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Table 21 (continued) 
Experience by type 
Degree to which 
graduates had Correlation 
experience with 
Standard adequacy 
Mean deviation rating 
6. Interviewing and selection of 
nonprofessional personnel 
Assumption of responsibility ex­
periences 
4. Supervision of nonprofessional 
personnel 
7. Scheduling personnel 
9. Planning, conducting, and 
evaluating training classes 
17. Conducting meetings with non­
professional personnel 
14. Making entries in personnel 
records 
18. Orientation of new non­
professional personnel 
12. Decision making in regard to 
personnel actions 
Experiences in seIf-evaluation with 
staff adviser 
5. Self-evaluation of own super­
visory actions and behavior 
10. Self-evaluation of own pre­

































Table 22. Degree to which graduates had 11 experiences in area of 
financial management; correlations between degree to which 
graduates had each experience and ratings of adequacy of 
preparation for area 
Degree^ to which 
graduates had Correlation 
experience with 
y Standard adequacy 
Experience by type Mean deviation rating 
Classroom experiences 
1. Discussion of budgeting, account­
ing and establishing a cost 
control system 1,29 0.62 .50 
4. Study and analysis of financial 
reports and records 1.08 0.66 .54 
2. Analysis of department budget 0.87 0.67 .50 
3. Planning a hypothetical or actual 
budget for a dietary depart­
ment 0.57 0.72 .38 
Observation and limited participation 
experiences 
5. Participation in cost accounting 
procedures 
Assumption of responsibility ex­
periences 
6. Preparation of financial reports 
9. Performing studies of production 
costs to determine selling 
prices for menu items 
8. Performing comparative cost anal­
ysis studies such as studies 
of methods of food processing 
1.05 0.74 .50 
1.00 0.74 .44 
0.97 0.74 .41 
0.82 0.71 .42 
^Scale used; 
0 Did not have experience 
1 Had experience to a limited extent 
2 Had experience to a considerable extent. 
Experiences are numbered to correspond with the experience numbers 
listed in the area of financial management in section C of the question­
naire, Appendix A. For complete statements describing experiences, see 
section C of the questionnaire. 
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Table 22 (continued) 
Degree^ to which 
graduates had Correlation 
experience with 
y Standard adequacy 
Experience by type Mean deviation rating 
7. Performing overall operational 
cost analysis studies 0.79 0.68 .47 
10. Making and justifying recom­
mendations for effective 
cost controls 0.74 0.67 .50 
Experiences in self-evaluation with 
staff adviser 
11. SeIf-evaluation of own under­
standing of financial manage­
ment and cost control 0.95 0.76 .52 
Specific experiences in the area of departmental organization and manage­
ment 
The range of the mean degree to which graduates had each of the 
experiences in departmental organization and management was from 0.37 to 
1.82. The means for 12 of the 18 experiences fell between the points on 
the scale identified as "Had experience to a limited extent" and "Had 
experience to a considerable extent". 
Experience No. 17, management of a departmental unit or unlt,^ had 
the highest mean, 1.82, followed by experience No. 14, working with 
supervisory personnel, 1.59, and by experience No. 18, seIf-evaluation 
^For complete statements describing experiences, see section C of 
the questionnaire. Appendix A. 
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of own actions and decisions related to the area, 1.59. Frequency 
counts of the responses of the 457 graduates showed that 84.2 per cent 
had experience No. 17 to a considerable extent, 63.0 per cent had ex­
perience No. 14 to the same extent, and 63.9 per cent had experience No. 
18 to a considerable extent also. 
The lowest means resulted for experience No. 10, participation in 
conferences with the hospital administrator, 0.37, experience No. 15, 
interdepartmental communications, 0.66, and experience No. 5, participa­
tion in departmental meetings, 0.70. Frequency counts revealed that 
69.6 per cent of the graduates did not have experience No. 10, while 
45.5 per cent did not have experience No. 15, and 43.1 per cent did not 
have experience No. 5. 
The correlations between the degree to which graduates had the 18 
experiences listed for the area of departmental organization and manage­
ment and the group adequacy ratings were all significant at the .01 
level; therefore, the hypotheses of no relationship were rejected. The 
range of the correlations was from .16 to .50 with seven of the correla­
tions .40 or above to include one correlation of .50. 
The highest correlation with group adequacy rating was shown for 
experience No. 1, discussion and analysis of departmental objectives, 
.50. The next highest correlation was shown for experience No. 2, study 
and discussion of hospital and departmental policies, .47, followed by 
experience No. 6, evaluating organizational structure of department, .44. 
The lowest correlations between degree to which graduates had the 
experiences and the group adequacy ratings were .16 for experience No. 
17, .20 for experience No. 18, and .26 for experience No. 14. These three 
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experiences were those in which graduates participated to the greatest 
extent as indicated by the mean degree to which graduates had the ex­
periences. The standard deviations for the three experiences were rela­
tively small when compared to the standard deviations for the other ex­
periences listed; this may account, in part, for the low correlation co­
efficients. 
Specific experiences in the area of personnel management 
The range of the mean degree to which graduates had each of the ex­
periences in personnel management, as shown in Table 21, was from 0.79 
to 1.82. The means for 16 of the 18 experiences fell between the points 
on the scale identified as "Had experience to a limited extent" and "Had 
experience to a considerable extent". 
The three highest means were for experience No. 2, observation of 
and participation In the work of nonprofessional personnel in the dietary 
department, 1.82, experience No. 4, supervision of nonprofessional 
personnel, 1.77, and experience No. 5, seIf-evaluation of own supervisory 
actions and behavior, 1.65. Of the 457 respondents, 83.2 per cent in­
dicated that they had experience No. 2 to a considerable extent, 78.6 
Indicated that they had experience No. 4 to the same extent, and 69.1 
per cent indicated that they had experience No. 5 to a considerable ex­
tent. 
The means for two experiences. No. 6 and No. 12, fell between the 
points on the scale Identified as "Did not have the experience" and "Had 
the experience to a limited extent". The mean for experience No. 6, in­
terviewing and selection of nonprofessional personnel, was 0.79 while the 
mean for experience No. 12, decision making in regard to personnel actions. 
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was 0.87. The per cent of the 457 graduates who indicated that they did 
not have experiences No. 6 and No. 12 was 38.3 and 31.5, respectively. 
The correlations between the degree to which graduates had the 18 
experiences listed for the area of personnel management and the group 
adequacy ratings were all significant at the .01 level; therefore, 
the hypotheses of no relationship were rejected. The range of the cor­
relations was from .24 to .51 with 13 of the correlations between .40 
and .50 and one correlation at .51. 
The highest correlation with group adequacy rating was shown for 
experience No. 9, planning, conducting, and evaluating training classes, 
.51. The next highest correlation was found for experience No. 16, 
discussions concerning performance appraisal methods, .49, followed by 
experience No. 13, study and discussion of personnel records, .48, and 
experience No. 17, conducting meetings with nonprofessional personnel, 
.48. 
The lowest correlations between degree to which graduates had the 
experiences and the group adequacy ratings were .24 for experience No. 
2, .24 for experience No. 5, and .28 for experience No. 4. These three 
experiences were also those that the graduates had to the greatest ex­
tent as indicated by the means. The standard deviations for the three 
experiences were relatively small when compared to the standard de­
viations for the other experiences listed; this may account, in part, 
for the low correlation coefficients. 
Specific experiences in the area of financial management 
The range of the mean degree to which graduates had each of the ex­
periences in financial management, as shown in Table 22, was from 0.57 
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to 1.29. The means for only four of the 11 experiences fell on or between 
the points on the scale identified as "Had experience to a limited ex­
tent" and "Had experience to a considerable extent". 
Experience No. 1, discussion of budgeting, accounting, and estab­
lishing a cost control system, had the highest mean, 1.29, followed by 
experience No. 4, study and analysis of financial reports and records, 
1.08, and then by experience No. 5, participation in cost accounting 
procedures, 1.05. Frequency counts revealed that of the 457 graduates, 
37.4 per cent had experience No. 1 to a considerable extent, 26.0 per 
cent had experience No. 4 to a considerable extent, and 30.2 per cent 
had experience No. 5 to the same extent. Although the mean degree to 
which the graduates had experience No. 6, preparation of financial re­
ports, was 1.00 (indicating that, on the average, graduates had this ex­
perience to a limited extent), 27.8 per cent had the experience to a 
considerable extent. 
The lowest mean degree to which graduates had each experience re­
sulted for experience No. 3, planning a hypothetical or actual budget 
for the dietary department, 0.57. The next lowest means were for ex­
perience No. 10, making and justifying recommendations for effective 
cost controls, 0.74, and experience No. 7, performing overall operational 
cost analysis studies, 0.79. Frequency counts showed that 56.5 per cent 
of the graduates did not have experience No. 3, 38.9 per cent did not 
have experience No. 10, and 35.4 per cent did not have experience No. 7. 
The correlations between the degree to which graduates had the 11 
experiences listed for the area of financial management and the group 
adequacy ratings were all significant at the .01 level; therefore, the 
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hypotheses of no relationship were rejected. The correlations exhibited 
a narrow range from .38 to .54 with four of the values between .40 and 
.50 and six of the values .50 or more. Indicating a close relationship 
between the adequacy ratings for the area of financial management and 
the degree to which graduates had the following experiences: 
1. Discussion of budgeting, accounting and establishing a 
cost control system 
2. Analysis of department budget 
4. Study and analysis of financial reports and records 
5. Participation in cost accounting procedures 
10. Making and justifying recommendations for effective 
cost controls 
11. Self-evaluation of own understanding of financial manage­
ment and cost control. 
The lowest correlation, .38, was between the degree to which graduates 
had experience No. 3 and the group adequacy ratings, and the graduates had 
this experience, on the average, to the least extent of the 11 ex­
periences. 
Types of experiences 
The experiences for each of the areas of departmental organization 
and management, personnel management, and financial management were 
categorized by the four types of experiences as shown in Tables 20, 21, 
and 22. The data for the experiences were inspected to determine if the 
degree to which graduates had certain types of experiences appeared to 
be more closely related to group adequacy ratings than others. Meaning­
ful patterns of relationship were not discernible for the types of ex­
periences. The number of experiences listed under each type may have 
been too limited to afford the detection of meaningful relationships. 
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There was some Indication of the possibility of higher correlations be­
tween the degree to which graduates had the classroom experiences and 
the group adequacy ratings than for the other types of experiences, but 
further evidence is needed before such a relationship could be concluded. 
Additional internship experiences 
Following the structured response items for each of the three areas 
of departmental organization and management, personnel management, and 
financial management in section C of the questionnaire, an item was in­
cluded in which graduates were asked to list other internship experiences 
that they had in the respective area that they felt were helpful to them 
in gaining competency in the area. Thirty-nine graduates responded to 
this item for the area of departmental organization and management, 27 
for the area of personnel management, and 17 for the area of financial 
management. Because of the relatively small response to these Items 
when compared to the total number of graduates in the study, it was de­
cided that a detailed report of the responses would not contribute 
meaningfully to the present research objectives. 
Strengths and weaknesses of internship experiences in three areas of ad­
ministration and comments regarding internship experiences in other 
aspects of administration 
In a second open-end item included in section C of the questionnaire 
for each of the three areas of departmental organization and management, 
personnel management, and financial management, graduates were asked to 
comment concerning strengths and weaknesses of their internship ex­
periences in the respective area. Graduates were asked in a final item 
in section C to make any other comments regarding their internship ex­
periences in any area that the graduates felt would be of value to 
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hospital dietetic internships in planning experiences for future dietetic 
interns. Only comments pertinent to the administrative phase of the 
internship curriculum are reported here. 
Of the 461 graduates who responded to part II of the questionnaire, 
279 responded to one or more of the four open-end items discussed here. 
A sample of one-third of the responses was selected for analysis. The 
questionnaires from the 279 graduates were grouped by internship from 
which the respondents had graduated. Within each group, the question­
naires were arranged by the respondents' year of graduation from the 
internship. A random number was drawn from the numbers 1, 2, 3 for the 
starting point for the sample selection and, thereafter, every third 
questionnaire was included in the sample. 
As a result of this procedure, responses from graduates from each 
of the 24 internships were included in the sample of 93 questionnaires. 
Of the 93 questionnaires, 30 contained responses from 1965 graduates, 
35 from 1966 graduates, and 28 from 1967 graduates. 
The technique of content analysis was used to sumnarize the re­
sponses to the four open-end items. A separate category system was 
established to permit classification of the responses for each item. 
Category systems I, II, and III pertained to conments regarding strengths 
and weaknesses of the graduates' internship experiences in the areas of 
departmental organization and management, personnel management, and 
financial management, respectively. Category system IV pertained to 
additional comments regarding internship experiences related to ad-
minis tration. 
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The responses were coded Independently by the investigator and an­
other dietitian. Where there was disagreement in coding, a faculty 
member independently coded the responses. If there was still disagree­
ment among at least two of the coders, the three coders met in conference 
and a compromise was reached. 
The coefficient of agreement (49) was computed to assess agreement 
between the investigator and the other dietitian for the original coding 
of responses for each of the four category systems. The number of 
category assignments in which both coders agreed was divided by the sum 
of all category assignments by both coders. The coefficients of agree­
ment were as follows : 
Category system Coefficient of agreement 
In Table 23 the frequency of response to each category within 
category system I, concerning strengths and weaknesses of internship ex­
periences in the area of departmental organization and management, is 
shown. In Tables 24 and 25 similar information is shown for the category 
systems pertaining to personnel management and financial management, re­
spectively. In Table 26, the frequency of response to each category 
within category system IV, concerning internship experiences related to 
other aspects of administration, is presented. 
Of the 93 questionnaires in the sample, the number that contained 









Table 23. Frequency of response concerning strengths and weaknesses of 
internship experiences in area of departmental organization 
and management 
Number of responses 
N=65* 
Category Strength Weakness 
Experiences in general 
Strong or adequate 5 
Weak or limited - 20 
Class experiences in general—limited - 3 
Practical experiences in general 
Extensive 1 
Limited - 8 
Staff supervision and guidance—limited in 
either quality or quantity - 4 
Opportunity to assume responsibility at 
professional staff level 
Strong or adequate regarding 
Staff relief in general 1 
Management of individual units or areas 3 
Management of department as a whole 1 
Limited regarding 
Decision making, making recomnendations - 3 
Goal-setting and policy formulation - 4 
Management of department as a whole - 3 
Delegation of authority to interns coimnensurate 
with responsibilities for management and 
supervision 
Limited - 1 
Lack of communication with staff regarding 
authority delegation - 1 
defers to the number of the 93 questionnaires in the sample contain­
ing one or more relevant responses to category system I. Since an in­
dividual may have made more than one response, the total number of re­
sponses does not equal the total N. 
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Table 23 (continued) 
Category 
Number of responses 
N=65 
Strength Weakness 
Opportunity to attend and participate in 
departmental staff meetings 
Extensive 
Limited 10 
Experiences related to intradepartmental 
oral and written comnunications 
Adequate 
Limited 
Opportunity to attend and/or participate 
in interdepartmental meetings—limited 
Experiences related to interdepartmental 
relationships, problems, communications 
Valuable 
Limited 
Opportunity to gain understanding of job 
requirements of the food service supervisor-
good 
Opportunity to learn to work with others 
throughout the department—good 
Staff support for interns' actions and de­
cisions in area—strong 
Opportunity for interns to use own ideas, be 
creative and innovative—limited 
Integration of experiences in area—limited 
Opportunity to gain Insight into duties, re­





Table 23 (continued) 
Category 
Number of responses 
N=65* 
Strength Weakness 
Experiences related to seIf-evaluation with 




Other topics in area for which internship 
experiences described as limited 
Long range planning 
Goals and objectives 
Policies and policy making 
Procedures 
Organization as a process or function 
Records and reports 
Organization and management of dietary 
department systems other than that of 
internship hospital 
Organization and management of dietary 
departments in small institutions, e.g., 
small hospitals, nursing homes 










of departmental organization and management, personnel management, and 
financial management was 65, 64, and 67, respectively. Fifty-four of the 
93 questionnaires contained one or more responses relevant to internship 
experiences in other aspects of administration. 
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Table 24. Frequency of response concerning strengths and weaknesses of 
internship experiences in area of personnel management 
Number of responses 
N=64* 
Category Strength Weakness 
Experiences in general 
Strong or adequate 16 
Weak or limited - 7 
Class experiences in general 
Extensive 3 
Weak or limited - 2 
Practical experiences in general 
Extensive 1 
Limited - i 
Staff guidance 
Very good 1 
Limited in quality and/or quantity - 5 
Lack of communication with staff concerning 
intern's responsibility in area - 1 
Delegation of authority to interns commensurate 
with responsibilities for personnel management— 
limited - 3 
Opportunity to assume responsibility at profes­
sional staff level regarding personnel manage­
ment in general 
Extens ive 1 
Limited - 5 
Experiences in personnel supervision 
Extensive 5 
Limited - 6 
defers to the number of the 93 questionnaires in the sample con­
taining one or more relevant responses to category system II. Since an 
individual may have made more than one response, the total number of re­
sponses does not equal the total N. 
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Table 24 (continued) 
Category 
Number of responses 
N=64* 
Strength Weakness 
Experiences in performing duties of non­
professional personnel—extensive 
Experiences related to the handling of 
personnel problems 
Extensive or adequate 
Limited 
Opportunity to work with personnel of varying 
skill and ability levels--good 
Experiences related to employee scheduling 
Extensive or strong 
Limited 
Experiences related to employee training 
Extensive or strong 
Limited 
Opportunity to gain insight into personnel 
management procedures in institutions other 
than internship hospital—limited 
Personnel policies at internship hospital--
well delineated 
Other topics in area for which internship ex­
periences described as weak or limited 
Interviewing and selection 














Table 24 (continued) 
Category 




Legislation and regulations pertaining 
to employment 
Labor unions 






Strengths and weaknesses The total number of responses indicating 
strengths and weaknesses of internship experiences for each of the three 
areas is shown below: 
Number of responses 
Administrative area Strengths ' Weaknesses 
Departmental organization and 
management 19 115 
Personnel management 39 85 
Financial management 12 109 
In the area of departmental organization and management, the largest 
number of responses concerning strengths was for the category, strong or 
adequate experiences in general, five responses, and for the category, 
strong or adequate opportunity to assume responsibility at the profes­
sional staff level, five responses. The largest nunter of responses 
concerning weaknesses of experiences in the area of departmental organiza­
tion and management was for the category, weak or limited experiences in 
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Table 25. Frequency of response concerning strengths and weaknesses of 
internship experiences in area of financial management 
Category 
Number of responses 
N=67 
Strength Weakness 
Experiences in general 
Strong or adequate 7 
Weak or limited - 34 
Class experiences in general—limited - 3 
Practical experiences in general—limited - 10 
Opportunity for intern to assume responsibility 
in area—limited - 2 
Staff guidance—limited in quality and/or 
quantity - 3 
Integration of experiences in area—limited - 2 
Experiences regarding cost controls 
EmphasIzed 2 
Limited - 6 
Experiences in cost analysis of menus and 
menu items 
ExtensIve 1 
Limited - 4 
Experiences in determining selling prices of 
menu items and pricing catered meals--good 1 
Experiences in cost analysis in general 
Extensive or adequate 1 
Limited - 1 
defers to the number of the 93 questionnaires in the sample con­
taining one or more relevant responses to category system III. Since an 
Individual may have made more than one response, the total number of 
responses does not equal the total N. 
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Table 25 (continued) 
Number of responses 
N.67* 
Category Strength Weakness 
Other topics in area for which internship ex­
periences described as limited 
Budgeting - 20 
Cost analysis of equipment - 4 
Cost analysis of food - 4 
Cost analysis of labor - 3 
Cost accounting procedures - 8 
Cost accounting records - 2 
Financial reports - 2 
Financial planning - 1 
general, 20 responses. The next largest number of responses was for the 
category, limited opportunity to attend and participate in departmental 
staff meetings, 10 responses, and the category, limited opportunity to 
assume responsibility at the professional staff level, 10 responses. 
Nine responses indicated weaknesses in regard to the category, limited 
experiences related to interdepartmental relationships, problems, com­
munications. 
In the area of personnel management, the largest number of re­
sponses concerning strengths was for the category, strong or adequate 
experiences in general, 16 responses. The next largest number of re­
sponses concerning strengths was for the category, extensive experiences 
in personnel supervision, five responses, and the category, extensive or 
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Table 26. Frequency of response concerning internship experiences in 
administration other than strengths and weaknesses of ex­
periences in departmental organization and management, person-
nel management, and financial management 
Number of responses 
Category H=54 
General 
Emphasis of internship curriculum or strength of 
internship experiences in therapeutics rather 
than administration 
Overall experiences in administration poor, weak, 
or limited 
Need for more experience in administration in In­
ternship curriculum 
Need for equal emphasis on administration and 
therapeutics in internship curricula 
Internship stressed learning the routines rather 
than developing supervisory or managerial skills 
Limited opportunity for staff relief in admin­
istrative area 
Lack of staff guidance in administrative areas 
Lack of opportunity for Interns to be informed 
about and participate in realistic problem solving 
in departmental administration 
Lack of and/or need for more emphasis on practical 
experiences rather than discussions of theory in 
regard to administration 
Need for variety in materials and methods and/or 
advanced study in classes related to administration 2 
Need for equal emphasis on nutrition and personnel 
management in internship curricula 1 
Good coverage of routine administrative activities 1 
defers to the number of the 93 questionnaires in the sample 
containing one or more relevant responses to category system IV. Since 
an individual may have made more than one response, the total number of 











Table 26 (continued) 
Category N=54 
Number offrespenses 
Specific topics in administration for which in­
ternship experiences were considered valuable, 
in need of more emphasis, or were suggested for 
inclusion in future internship curricula 
Long range planning 1 
Planning a dietary department 1 
Planning kitchen layouts 2 
Computer-assisted food service management 2 
Marketing 3 
Ordering 2 
Purchas ing 5 
Conferences with sales representatives 1 
Menu planning 5 


















Cost accounting and analysis 
Role of the consultant dietitian 
Affiliations with other hospitals 4 
Exposure to other areas of dietetics than hospitals 
such as school food service, college food ser­
vice, industry food service 3 
Commercial sales promotion 1 
Commercial food production 1 
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strong experiences related to employee training, five responses. 
The largest number of responses concerning weaknesses of experiences 
in the area of personnel management was for the category, weak or limited 
experiences related to the topic of interviewing and selection, nine re­
sponses. The second largest nunter of responses was for the category, 
weak or limited experiences in general, seven responses. Three cate­
gories received six responses indicating weaknesses related to the 
subject of the categories; these were limited experiences in personnel 
supervision, limited experiences related to employee training, and weak 
or limited experiences related to the topic of hiring. 
In the area of financial management, the largest number of responses 
concerning strengths was for the category, strong or adequate experiences 
In general, seven responses. The next largest number was for the cate­
gory, experiences regarding cost controls were emphasized, two responses. 
The largest number of responses concerning weakness of experiences 
in the area of financial management was for the category, weak or 
limited experiences in general, 34 responses. The next largest number 
of responses, 20, was for the category, limited experiences in regard 
to the topic of budgeting, and the third largest number of responses 
concerning weaknesses of experiences in the area of financial management 
was for the category, limited practical experiences in general, 10 re­
sponses . 
It is noteworthy that, as shown in Table 16, 75.3 per cent of the 
461 graduates rated their internship preparation for the element, plan­
ning departmental budget, as less than adequate. The mean degree to 
which graduates had the experience, planning a hypothetical or actual 
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budget for a dietary department, was lower than that for any of the other 
experiences listed in the area of financial management. Although the 
correlation between the degree to which the graduates had the experience 
of planning a budget and the adequacy ratings for the area of financial 
management was only .38, the correlations for the experiences related to 
discussion of budgeting and analysis of the dietary department budget 
were .50 for each of the experiences. The findings from the content 
analysis suggest that the graduates did consider limited experiences in 
regard to the topic of budgeting as a weakness of their internship ex­
periences in the area of financial management and lend support to the 
findings concerning the strength of the relationship between the degree 
to which graduates had internship experiences in regard to budgeting and 
the perceived adequacy of preparation for the area. 
Experiences in other aspects of administration In the 54 question­
naires containing one or more responses relevant to internship experiences 
in other aspects of administration, there were 42 responses of a general 
nature and 65 responses regarding specific topics in administration for 
which internship experiences were considered valuable, in need of more 
emphasis, or were suggested for inclusion in future internship curricula. 
As shown in Table 26, 13 of the responses related to a comparison of the 
therapeutic and administrative phases of the internship curricula in 
terms of emphasis given to the two phases or the strength of the overall 
experiences in the two phases. In each case, the respondents indicated 
that either the therapeutics phase had been emphasized more or the in­
ternship experiences in therapeutics were stronger than in administration. 
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Fifteen of the responses indicated that the overall experiences in 
administration were poor, weak, or limited, or that there was a need for 
more experience in administration in the curriculum. Two responses 
stressed the need for equal emphasis on therapeutics and administration 
in the internship curriculum. 
The most frequently mentioned topics in administration for which 
internship experiences were considered valuable, in need of more 
emphasis, or were suggested for inclusion in future internship curricula 
were food production, eight responses; menu planning, five responses; 
and purchasing, five responses. Thirty additional topics were mentioned. 
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DISCUSSION 
The discussion of the findings is divided into two parts parallel­
ing the design of the study and the questionnaire used for data col­
lection. First, the employment-related experiences of recent graduates 
of hospital dietetic internships are discussed; second, the adminis­
trative elements of the graduates' first positions in hospital dietetics 
are discussed in conjunction with graduates' perceptions of internship 
experiences. 
General Employment Data 
In the formulation of the study, it was believed that information 
concerning the employment-related experiences of recent graduates would 
be useful to those who plan Internship curricula in anticipating the 
probable employment experiences of today's dietetic interns. It was 
recognized that although the internship is primarily designed to prepare 
the graduate for a first position, the internship in conjunction with the 
undergraduate educational experiences lays a foundation for the gradu­
ate's acceptance of employment responsibilities in subsequent positions. 
For this reason, the data collected and analyzed in the first part of 
the research, while focused on the first positions of employment, in­
cluded information pertinent to the total experiences of graduates from 
the time of completion of the internship to the time of the survey 
(June 1, 1969). 
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Employment experience in general 
Number of positions held Of the 561 graduates surveyed in the 
present study, 96.4 per cent had been employed in at least one full-
or part-time position in dietetics since completion of their internships. 
As shown in Table 4, for those graduates who had been employed in 
dietetics, the range in the number of positions held was from one to 
six. The largest per cent of graduates who had been employed in dietetics, 
38.8, reported that they had held two positions since completion of 
their internships; 24.2 per cent of the graduates who had been employed 
in dietetics had held three or more positions.^ These data not only 
reflect the varying employment demands made of graduates as they changed 
positions in the short period of time since completion of their intern­
ships, but suggest that there was a substantial turnover by the be­
ginning practitioners in their positions in dietetics. The implications 
of this turnover are discussed more fully later in this report. 
Types of positions held That a variety of positions was held by 
the respondents from the time of graduation from their internships to the 
present is indicated in Table 5. The type of position most frequently 
held was that of therapeutic dietitian in a hospital. The per cent of 
1965, 1966, and 1967 graduates who had held therapeutic positions in 
hospital dietetics at the time of this survey was nearly the same, i.e., 
69.3, 69.4, and 67.5, respectively. The second most frequently held 
position was that of administrative dietitian in a hospital. The per cent 
^In most cases a change in position represented a change in employer. 
In a few cases it was not possible to determine from the data whether the 
graduate had changed employers. 
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of 1965, 1966, and 1967 graduates who had held positions as adminis­
trative dietitians was 24.3, 21.3, and 14.8, respectively. Although 
these data are limited, they suggest the possibility that graduates are 
less likely to accept employment as an administrative dietitian until 
they have had experience in the field. 
Other than the hospital positions, the type of position held most 
frequently by the graduates was that of consultant dietitian to a 
nursing home. This suggests a need for inclusion in the internship 
curriculum of learning experiences related to consultative methods 
and techniques. 
Reasons for not entering or leaving employment in dietetics In 
an attempt to provide further insight concerning graduates' perceptions 
of the profession of dietetics, respondents were asked to indicate the 
reason or reasons for not entering or leaving employment in dietetics. 
As shown in Table 6, of those graduates who responded to this item, 
74.1 per cent indicated a personal reason such as family responsibilities 
or pregnancy. A few graduates responded that they were unable to find 
a position in the preferred location. Eight of the 108 respondents 
indicated that they did not like the work. Further investigation of the 
eight responses revealed that, in most cases, graduates were referring 
to a specific position rather than to the profession of dietetics. 
First and present experiences and positions following completion of the 
internship 
As shown in Table 2, most of the graduates, 84.7 per cent, accepted 
full-time employment in the profession of dietetics upon graduation from 
the internship. Within approximately four years for 1965 graduates and 
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three years for 1966 graduates, the percentage of these graduates employed 
full-time in dietetics had decreased by 30.6 per cent for 1965 graduates 
and 28.4 per cent for 1966 graduates. The percentage decrease in full-
time employment for 1967 graduates from the first to the present experi­
ence was slight, less than 3.0 per cent. There was a substantial increase 
from the first to the present experience in the percentages of 1965 and 
1966 graduates who indicated the present experience as being part-time 
employment in dietetics or full-time homemaking as compared to the 1967 
graduates. These data suggest that considerable decrease in full-time 
employment of graduates tends to occur between the second and third year 
following completion of internship and that marriage or family re­
sponsibilities may be a contributing factor. 
Graduate study In general, a very small proportion of the gradu­
ates indicated participation in graduate study immediately following the 
internship (6.9 per cent) or at the time of the survey (4.8 per cent). 
The percentage of 1967 graduates who reported graduate study immediately 
following completion of internship, however, was approximately double 
the percentage of 1965 or 1966 graduates. The higher percentage for the 
more recent graduates may be attributable to increased opportunities for 
graduate study and to greater emphasis on the need for advanced study. 
Types of first positions held As evidenced by the data in Table 
3, graduates selected a variety of positions for their first employment 
in the field of dietetics. The largest per cent of graduates, 58.1, 
selected positions as therapeutic dietitians in hospitals while the second 
largest per cent, 12.8, selected first positions as administrative dieti­
tians in hospitals. By year of graduation, the percentages of graduates 
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who accepted hospital therapeutic positions as the first employment were 
approximately the same as they also were for those who accepted positions 
as administrative dietitians in hospitals. 
The variety In the types of positions accepted by graduates for 
their first employment and subsequent employment to the time of the 
present survey and the data concerning the number of positions held by 
graduates in the short time between Internship and the present appeared 
to have two major implications for internship curriculum planning. First, 
internship curricula need to provide learning experiences in several 
areas of dietetics if the needs of dietetic interns in regard to employ­
ment demands made of them are to be met. Second, the types of ex­
periences provided should be planned to facilitate maximum transfer of 
learning to varying organizational environments. 
Reasons for choosing first position Although graduates of 
hospital dietetic internships accepted first employment in a number of 
different kinds of positions, the most frequently chosen position was 
that of therapeutic dietitian In a hospital. This fact raises several 
questions: 1) Do graduates prefer therapeutic positions or are these 
the types of positions that are most frequently made available to the be­
ginning practitioner? 2) Do graduates believe that their educational 
background has qualified them best for a therapeutic position as com­
pared to another type of position? 3) Do graduates believe that their 
educational background has been weak in this area and, therefore, they 
select the therapeutic positions to gain more experience in the area? To 
provide Insight concerning these questions, graduates were asked to in­
dicate the reason or reasons for choosing their first positions of employ-
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ment in dietetics. 
As shewn in Table 7, with few exceptions, regardless of position, 
the most frequently indicated reasons for choosing the first position 
were that graduates had major interest in the particular area, and felt 
their backgrounds were good in the area and that the type of position 
was that for which they were best qualified. As previously reported, 
only 4.6 per cent of the graduates who had selected therapeutic posi­
tions in hospital dietetics indicated that they felt their background 
was weak in the particular area of dietetics and that they needed more 
experience while 20.9 per cent of the graduates who had chosen admin­
istrative positions in hospital dietetics for their first positions in­
dicated this reason. 
Initial orientation and training It was believed that by asking 
the graduates to describe the initial orientation and training that 
they had received from their employers in their first positions of em­
ployment in dietetics, insight would be provided concerning the gradu­
ates' perceptions of their preparedness for acceptance of the re­
sponsibilities of a first position of employment and, indirectly, the 
degree to which employers expected graduates to be prepared for employ­
ment. As indicated in Table 8, 66.5 per cent of the 510 graduates re­
sponded that the initial orientation and training provided by their em­
ployers had been thorough, or adequate, or had not been provided but was 
not necessary. Of the 510 graduates, 32.9 per cent indicated that either 
some orientation and training had been provided but they felt more was 
needed or none had been provided but they felt it should have been; 32.3 
per cent of those in therapeutic positions in hospital dietetics responded 
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In this manner as did 33.0 per cent of those in administrative positions 
in hospitals. Although these data do not indicate why graduates re­
sponded in this way, they do suggest that there may be a need for em­
ployers and internship faculties to jointly concern themselves with 
the state of educational preparedness of beginning practitioners in 
dietetics as well as a need for orientation and training for any new 
staff member regardless of qualifications. 
Other data related to employment demands made of graduates Em­
ployment demands made of recent internship graduates were further in­
vestigated by ascertaining the length of time that graduates were 
employed in their first positions, the type of change and status follow­
ing change from first positions, and the graduates' reasons for chang­
ing from their first positions. These data are shown in Tables 9, 10, 
11, and 12. 
Length of time in first position and status following change 
from first position At the time of the survey (June 1, 1969), 1965, 
1966, and 1967 graduates could have been employed approximately four, 
three, and two years, respectively, since graduation. Of the 523 gradu­
ates who responded to the item regarding length of time in first position, 
40.7 per cent indicated that they had been employed for one year or less 
in the first position. Of these, 66.7 per cent changed from the first 
position to another position in dietetics which, in most cases, involved 
a change in employer. 
These findings, in conjunction with those regarding the number of 
positions held by the graduates, as shown in Table 4, raise the question 
of whether or not the profession of dietetics is unique among professions 
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relative to the matter of 1) having such a large number of its be­
ginning practitioners change from their first positions of employment 
in the profession within the short span of one year from the time of 
completion of the internship, and 2) having what appeared to be a sub­
stantial turnover in positions among its beginning practitioners during 
the short period between completion of the internship and the time of 
the present survey. This question should be a matter of concern to both 
educators and employers; replacements may be difficult to secure, re­
cruitment and orientation of new personnel constitute an expense, and 
organizations might be without the services of a dietitian while a re­
placement is sought. Emphasis on counseling at the internship level in 
the selection of positions and responsibilities to employers and on 
guidance and training at the place of employment may assist in lessening 
turnover in positions. 
Types of changes from first position As shown in Table 10, 
regardless of the length of time in the first position, during the entire 
period encompassed by the present research, 52.4 per cent of the 523 
graduates made at least one change from their first position in dietetics 
to another position in dietetics. These data, in conjunction with those 
regarding the number of positions held by graduates, provide further 
evidence of the role that the internship plays in preparing individual 
graduates for the varying employment demands made of them. 
Reasons for changing from first position Of the 337 graduates 
who indicated reasons for changing from their first positions of employ­
ment in dietetics, the largest number indicated that they had changed for 
personal reasons such as family responsibility or pregnancy, or because 
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of relocation. Of those employed in hospital therapeutic dietetics, 16.6 
per cent indicated that they changed from their first positions because 
of dissatisfaction with the position as did 21.7 per cent of those who 
were employed in their first positions as administrative dietitians in 
hospital dietetics. Further investigation of these responses showed that, 
for the most part, the graduates expressed dissatisfaction with the 
specific position rather than with the area of dietetics in which they 
were first employed. 
Administrative Aspects of First Positions in Hospital Dietetics 
and Perceptions of Internship Experiences in Administration 
Administrative elements of a first position in hospital dietetics 
As shown in Table 14, each of the 59 administrative elements con­
sidered for the present study was found to be a part of the first posi­
tions of at least 16.1 per cent of the 461 graduates. Over half, or 33, 
of the elements formed at least a minor part of the positions of 50 per 
cent or more of the graduates. The main areas in administration in 
which graduates reported participation are listed on pages 103-104. These 
findings supported the assumption that most graduates would be expected 
to perform some of the administrative activities for which the dietary 
department is responsible in their first positions in hospital dietetics. 
Relationship of area of emphasis of work in first position As 
shown in Figure 1 and Table 27, the degree to which the graduates con­
sidered the groups of elements to be a part of their first positions 
appeared to be related to the major emphasis of work of the first posi­
tion for most of the groups. As would be expected, for most of the groups, 
the mean degree to which they formed a part of the first positions was 
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highest for those whose major emphasis of work was in administration, 
next highest for those whose emphasis of work was about equally in 
therapeutics and administration, and lowest for those whose emphasis of 
work was in therapeutics. 
The largest differences between high and low means were found for 
those groups of elements which may be considered as more typically a 
part of an administrative dietitian's position than a therapeutic 
dietitian's position, e.g., receipt, storage, and control of food and 
supplies, equipment operation and maintenance, and personnel management. 
The smallest differences between high and low means were found for the 
groups of elements, research, menu planning, and education programs, 
suggesting that these were groups of elements that commonly formed a 
part of the first position to a somewhat similar degree regardless of the 
emphasis of the position. 
The means for the menu planning and research groups were lowest for 
the administrative dietitians. Study of the data revealed that the mean 
degree to which three of the individual elements in the menu planning 
group formed a part of administrative dietitians* positions was lower 
than that for either of the other classifications of dietitians and re­
sulted in the low group mean for the administrative dietitians. These 
individual elements were: planning modified diet menus, nutritional 
analysis of menus planned, and conducting food acceptance and/or food 
preference studies.^ 
^These data are available but are not reported in the dissertation. 
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The low mean for the group, research (a single element group), for 
the administrative dietitians as compared to the other two classifications 
of dietitians may indicate that more research was conducted in the area 
of therapeutic dietetics than administrative dietetics in the hospitals 
where the graduates were employed in their first positions; however, as 
mentioned, the differences in mean degree to which research formed a 
part of the graduates* first position when the graduates were classified 
by major emphasis of position was small, and the three means were low. 
As indicated in Table 14, 67.5 per cent of the graduates did not consider 
the group, research, as defined in this study, a part of their first 
positions. 
Relationship of number of other professional staff members Sig­
nificant correlations were found between the number of other professional 
staff members in the dietary department of the hospital where the gradu­
ates were first employed and the degree to which 20 of the administrative 
elements formed a part of the graduates' first positions. The highest 
correlation, however, was only .21 indicating that the relationship be­
tween the two variables was not very strong. The results of this analy­
sis may be confounded by the variable, major emphasis of work, since 
there were apparent differences In the degree to which the groups of ele­
ments were a part of the graduates' first positions when the graduates 
were classified by major emphasis of work, and the respondents in both 
analyses were predominantly in therapeutic positions. Since the analysis 
of relationships between administrative content of the positions and the 
number of other professional staff members was exploratory in nature and 
secondary to the major purpose of determining the employment demands made 
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of the recent graduates in the area of administration, further analysis 
was not made. 
Relationship of other factors The varying degree of participa­
tion in administrative activities may have been related to other factors 
than those investigated in the present research. For example, as shown 
in Table 13, the mean degree to which the groups of elements designated 
as financial management formed a part of the graduates' first positions 
was the lowest of the 14 groups. This finding may be attributable to 
the fact that graduates were beginning practitioners and the re­
sponsibilities for financial management in a hospital dietary depart­
ment may be assumed by more experienced personnel. Varying organizational 
patterns within the dietary departments where the graduates were first 
employed may also have been a factor contributing to differences in the 
degree to which the elements formed a part of the graduates' positions. 
Ratings of adequacy of internship preparation for performance of ad­
ministrative elements of a first position in hospital dietetics 
In formulating the present study, it was anticipated that a large 
nunter of the participants would have held first positions as thera­
peutic dietitians and, therefore, some of the administrative elements 
might not have formed a part of their first position. To obtain responses 
from all of the graduates regarding their perceptions of the adequacy of 
their internship experiences in preparing them for performance of each 
of the administrative elements, the graduates were asked to assume that 
each element was a part of their first positions and to make their judg­
ments of adequacy of internship preparation based on this assumption. 
The relationship between the degree to which each administrative element 
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was perceived to have been an actual part of the first position and the 
adequacy rating for the same element was, however, considered in some 
of the analyses. 
The major objective of this part of the research was to attempt 
to identify specific areas in the administrative phase of the internship 
curricula about which graduates perceived their internship preparation 
as being adequate or inadequate in enabling them to perform effectively 
in a first position in hospital dietetics. Areas judged as less than 
adequate would appear to warrant consideration in curriculum study and 
evaluation. 
For purposes of the study, a 25 per cent or more response was con­
sidered as a significant representation of graduate opinion. As shown 
in Table 16 and as listed on pages 117-118, 25 per cent or more of the 
461 graduates indicated that they had received less than adequate prepara­
tion in regard to 62.7 per cent of the 59 administrative elements listed, 
and 50 per cent or more indicated that their internship preparation was 
less than adequate for 11 of the elements. Although these appear to be 
alarming proportions, it may be that feelings of inadequacy on the part 
of the graduates resulted from lack of experience and professional im­
maturity as well as lack of adequate educational preparation for the 
assumed employment demands. Nevertheless, these data indicate a need 
for critical examination of the quality, quantity, and current applica­
bility of the learning experiences provided In the Internship. 
In viewing the findings from the standpoint of the types of manage­
rial skills required for performance, i.e., conceptual, human, and tech­
nical, It appeared that for those areas that required a large proportion 
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of conceptual and human skills such as departmental organization and 
management, financial management, and personnel management, larger per­
centages of graduates perceived their internship preparation as less 
than adequate than for those areas that predominately required technical 
skills such as menu planning, purchasing, food production, and sanita­
tion and safety. This may be attributable, in part, to the time limita­
tion for the internship, and the difficulties inherent in teaching 
managerial skills that may require extensive participation in realistic 
situations where the individual can develop a working concept of manage­
ment as a result of study and experiencing consequences of his own de­
cisions and actions in regard to problem solving. 
Relationships of various factors to perceptions of adequacy of intern­
ship preparation 
In an attempt to illuminate the findings in regard to the graduates' 
perceptions of the adequacy of their internship preparation for the 
administrative elements, several factors hypothesized to be related to 
the perceptions were studied. 
Year of graduation from the internship Although the hypotheses 
of no relationship between year of graduation from the internship and the 
ratings of adequacy of internship preparation for each of the 14 groups 
of administrative elements remained tenable, the fact that perceptions of 
graduates for three successive years of graduation were studied may have 
been a factor contributing to the failure of the data to exhibit signifi­
cant relationships. It is possible that a relationship would have been 
evident if graduates represented a greater number of years. Differences 
in perceptions of Internship experiences in relation to year of gradua-
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at ion from the internship might result from actual differences within 
the internship (reflecting changes in curriculum emphasis, etc.) or 
differences in perceptions might occur as a result of on-the-job work 
experience. 
Size of internship class The significant correlations found be­
tween the size of internship class (small, medium, and large) and the 
ratings of adequacy of internship preparation for three of the groups 
of administrative elements, i.e., menu planning, equipment operation 
and maintenance, and educational programs, were - .12, .12, and -.15, 
respectively. These data suggest that as size of internship class de­
creased, the ratings of adequacy for the menu planning and educational 
programs groups of elements increased while the ratings of adequacy for 
the group of elements, equipment operation and maintenance, decreased. 
Many factors may have contributed to these findings such as facilities 
available, opportunity for individual staff guidance, and opportunity for 
interns to participate in learning experiences related to the area. 
The nonsignificant correlations for the other 11 groups of elements 
were in some cases positive and in some cases negative. Since the 
significant correlations were so low and since the correlations for 11 
of the groups were not significant, the factor, size of internship class, 
did not appear to contribute greatly to explaining the variance among 
graduates in their ratings of adequacy of internship preparation. 
Degree to which administrative elements formed a part of the first 
position Correlations were computed between each of the scores for 
degree to which the 59 administrative elements listed in section A of the 
questionnaire formed a part of the first position and the adequacy rating 
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for the corresponding element listed in section B of the questionnaire. 
The 35 significant correlations found, as shown in Table 31, Appendix F, 
included all of the elements listed in the groups, departmental organiza­
tion and management, menu planning, food production, sanitation and 
safety, equipment operation and maintenance, methods improvement, ed­
ucational programs, and research as well as one or more elements in 
the remaining six groups except for the groups, food purchasing and 
space design and equipment selection. These data suggest that as the 
degree to which an administrative element formed a part of the first posi­
tion increased, the adequacy rating of internship preparation for per­
formance of the element in a first position was higher. Since the high­
est correlation was .32, and 25 of the 35 significant correlations were 
less than .20, the relationship did not appear to be very close. The 
factor of degree to which administrative elements formed a part of the 
first positions appeared to explain relatively little concerning the 
variance among graduates in their ratings of adequacy of internship pre­
paration. 
Internship from which graduated Significant differences in mean 
scores for graduates' adequacy of preparation ratings among the 24 intern­
ships were found for each of the 14 groups of administrative elements. 
The analysis of mean ratings between internships on a paired basis, 
suggested that two of the internships were chief contributors to the 
s ignifleant F-values. 
The finding that graduates from different internships perceived their 
internship preparation in the various areas of administration differently 
suggests numerous possibilities for future research. Since presumably 
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all of the Internships planned the curriculum in administration to meet 
the game minimum standards for content, differences in graduates' per­
ceptions of adequacy of preparation may be due to differences in the 
quality of instruction, the emphases placed on the subject matter, the 
facilities and educational materials available for use, the types of 
learning experiences provided, and the attitudes of both staff and in­
terns, to name only a few of the possibilities. 
The number of internships from which the graduates rated their 
preparation, on the average, as adequate or better for each of the 14 
groups of elements is shown in Table 17. The groups of elements for 
which preparation was most frequently rated as adequate or better were 
sanitation and safety, 24 internships; receipt, storage, and control 
of food and supplies, 23 internships; food distribution and service, 22 
internships; menu planning, 21 internships; and food production, 21 
internships. The groups of elements for which preparation was least 
frequently rated as adequate or better were research, no internships; 
departmental organization and management, one internship; financial 
management, three internships; space design and equipment selection, five 
internships; and personnel management, seven internships. These data 
(as well as similar data reported in Tables 15 and 16) should further 
assist internship faculties in locating areas in the administrative phase 
of the curriculum in need of study. 
Area of emphasis of work in first position Significant differ­
ences in mean ratings of adequacy of preparation among graduates classi­
fied into three categories according to the area of emphasis of work in 
the first position were found for only three groups of administrative 
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elements: financial management, food production, and educational pro­
grams. When mean adequacy ratings for the three categories of dieti­
tians (therapeutic, administrative, and therapeutic-administrative) 
were compared on a paired basis, significant differences in mean ratings 
for the groups of elements, food production and educational programs, 
were found between administrative and therapeutic-administrative dieti-
tions; a significant difference in mean ratings for the group,^ ed­
ucational programs, was found between administrative dietitians and 
therapeutic dietitians. As shown in Table 18, in each case where sig­
nificant differences were found between ratings when compared on a 
paired basis, the calculated mean ratings of the administrative dieti­
tians were lowest. 
There appeared to be a lack of consistency in the findings when the 
data from Figure 1, Table 27, Table 31, and Table 18 were compared. Ac­
cording to data in Figure 1 and Table 27, the calculated mean degree to 
which the food production group formed a part of the administrative 
dietitians' positions was higher than that for the therapeutic-adminis­
trative dietitians; the calculated mean degree to which the educational 
programs group formed a part of the administrative dietitians' first 
positions was higher than that for the therapeutic dietitians. Accord­
ing to data in Table 31, there were significant positive correlations 
between the degree to which all of the elements in the food production 
and the educational programs groups formed a part of the graduates' first 
positions and the adequacy of preparation ratings for the groups. Yet, 
in Table 18, the mean ratings of adequacy for the food production group 
^A single element group. 
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was higher for the therapeutic-administrative dietitians than for the 
administrative dietitians; the mean ratings for the educational programs 
group was higher for the therapeutic dietitians than for the adminis­
trative dietitians. 
The apparent inconsistency in the findings may be explained, in 
part, first, by the fact that the correlations shown in Table 31 are 
low. The highest value for the elements being considered was only .27 
indicating that approximately 7.0 per cent of the variance was shared 
between the two variables, degree to which the administrative element 
was a part of the first position and the adequacy of preparation rating. 
Second, the correlations were based on all 457 respondents. Of the 
457 respondents, 312 were therapeutic dietitians. Thus, certain sta­
tistics computed for the total sample reflect this large number of 
therapeutic dietitians. 
These data suggest that neither the variable, degree to which the 
elements were a part of the first position, nor the variable, major 
emphasis of work in the first position, made a very large contribution to 
an explanation of the variance in the adequacy of preparation ratings 
made by the graduates. Other variables not studied in the present 
analysis may share a closer relationship with the adequacy of prepara­
tion ratings and provide a better explanation. 
Specific area in dietetics in which graduates had major interest as 
dietetic interns When graduates were classified into three cate­
gories according to the specific area of dietetics in which they had 
major interest as dietetic interns, significant differences were found 
among the three classifications of dietitians in mean ratings of adequacy 
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of preparation for each of the 14 groups of administrative elements ex­
cept for the group, departmental organization and management. As shown 
in Table 19, significant differences were found in the mean ratings of 
adequacy for the 13 groups of elements when the three classifications 
of dietitians were compared on a paired basis. In each case the dif­
ference was significant between those dietitians who had had about 
equal interest in therapeutics and administration during their intern­
ships and one or both of the other categories of dietitians. The 
calculated mean adequacy rating for those dietitians who had had about 
equal interest in therapeutics and administration was the highest of 
the three means for the 13 groups. 
These findings are extremely interesting and suggest the need for 
further Investigation. If the interests indicated by the graduates 
were, in fact, the Interests that they had as dietetic interns, it 
appeared from the data reported here that the graduates who had a 
broader interest while in the internship perceived their learning ex­
periences differently from those who had specialized interests. It may 
be that those with equal interest in therapeutics and administration 
were more aware of the importance of the administrative aspects of the 
dietitian's vole than those who were primarily interested in therapeutics. 
It may be that those with the broader interest were less critical of their 
internship experiences in administration than those who had major in­
terest in the administrative phase and who, perhaps, desired more 
emphasis on administration during the internship. Further investigation 
of the factor, area of dietetics in which dietetic interns have major 
Interest, in relation to perceptions of learning experiences in the in­
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ternship may provide information of value for curriculum planning. 
Internship experiences in three selected areas of administration and in 
other aspects of administration 
In designing the present research to provide bases for the study, 
evaluation, and possible improvement of dietetic internship curricula, 
it was believed that it might be helpful to internships in studying 
their individual curricula if specific learning experiences were de­
lineated and the relationships of the learning experiences to ratings 
of perceived adequacy of internship preparation were investigated. It 
was thought that individual internships could identify the learning ex­
periences that they provided, and by studying the relationships between 
the experiences and the adequacy ratings, gain insight into how their 
Individual programs were perceived by the graduates. 
In addition, it was believed that useful information for curriculum 
study could be secured by inclusion of unstructured response items in 
the questionnaire that would afford the graduates opportunity to express 
their opinions of strengths and weaknesses of their internship experi­
ences in the area of administration and to otherwise comment regarding 
their internship experiences. 
The selection of the three areas of departmental organization and 
management, personnel management, and financial management for special 
study was based on the belief that these areas offer particular challenge 
to educators in attempting to provide meaningful experiences during the 
educational program for maximum transfer in enabling graduates to meet 
the employment demands made of them. Further, the three areas were those 
often cited in the literature as areas in need of strengthening in pro-
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fesslonal education curricula for dietitians. In the present research, 
as shown In Table 15, the mean rating of adequacy of preparation by the 
461 graduates for each of the three areas Indicated less than adequate 
preparation. 
Specific experiences In three areas of administration Signifi­
cant correlations were found between the degree to which graduates had 
each of the experiences listed in the areas of departmental organization 
and management, personnel management, and financial management, and the 
adequacy of preparation ratings for the respective area. In general, the 
relationship between degree to which graduates had the experiences listed 
for the area of financial management and the adequacy ratings for the 
area appeared to be stronger than that between the experiences and the 
adequacy ratings In the other two areas. As shown In Tables 20, 21, and 
22, six of the 11 correlations between the degree to which graduates had 
the listed experiences in financial management and the adequacy ratings 
for the area were .50 or above while only one of the correlations for 
experiences in each of the areas of departmental organization and man­
agement and personnel management was .50 or above. 
Graduates appeared to have had the experiences listed for person­
nel management to a higher degree than they had the experiences In the 
other two areas. On the average, the per cent of experiences which were 
rated as having been Included to a limited extent or more was 67.5 for 
personnel management, 50.0 for departmental organization and management, 
and 36.4 for financial management. 
When the 47 experiences were classifed by type, there appeared to 
be some indication of higher correlations between the degree to which 
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graduates had the classroom experiences and the ratings of adequacy for 
the areas than for the other types of experiences. Relatively high 
(.40 or abovecorrelations were found for 14 of the 16 classroom 
type experiences as compared to four of nine experiences classified 
as the observation and limited participation type, 11 of the 18 ex­
periences classified as the type involving assumption of responsibility, 
and two of the four experiences classified as self-evaluation with staff 
adviser. 
Although these data regarding the relationships of the learning ex­
periences to the ratings of adequacy of internship preparation are 
limited, they suggest that the factor, degree to which graduates had 
certain experiences in the areas of departmental organization and manage­
ment, personnel management, and financial management, contributed in a 
meaningful way to explaining some of the variance among graduates in 
their ratings of adequacy of Internship preparation in the three areas. 
The data from this exploratory study suggest that further investigation 
of the relationships of learning experiences provided in the internship 
to graduates' perceptions of the adequacy of their preparation for em­
ployment might yield additional evidence of value to educators in their 
efforts to improve the Internship as an educational experience. Examina­
tion of the relationships found in the present research may assist in­
ternship faculties in gaining insight into how their own curricula in 
the three areas studied were perceived by the graduates. 
^As shown in Tables 20, 21, and 22, none of the correlations be­
tween degree to which the graduates had each of the 47 experiences and 
the adequacy ratings for the areas exceeded .54. 
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Strengths and weaknesses of internship experiences in three areas 
of administration A sample of 93 questionnaires was selected from 
a total of 279 which contained responses to one or more of four un­
structured items in section C of the questionnaire. The frequencies 
of response relative to categories describing strengths and weaknesses 
of internship experiences in the areas of departmental organization and 
management, personnel management, and financial management are shown in 
Tables 23, 24, and 25. Seventy responses were classified as indicating 
strengths of internship experiences in the three areas, while 309 re­
sponses were classified as indicating weaknesses of experiences in the 
three areas. 
The largest number of responses related to strengths of experiences, 
39, was reported for the area of personnel management. Nineteen re­
sponses were classified as strengths in the area of departmental organiza­
tion and management, and 12 for financial management. 
The largest number of responses classified as weaknesses of ex­
periences, 115, was reported for the area of departmental organization 
and management, followed by 109 for the area of financial management, and 
85 responses which indicated weaknesses of experiences in the area of 
personnel management. That the largest number of total responses was re­
lated to the area of departmental organization and management may be 
attributable, in part, to the fact that the item concerning this area 
appeared first in the questionnaire, and although the area was defined, 
there was some indication that a few of the graduates perceived this area 
as encompassing the entire food service administration phase of the in­
ternship curriculum. 
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If the opinions of the graduates in the sample who responded to 
the item regarding weaknesses of experiences in the three areas of 
administration were representative of the opinions of all of the gradu­
ates who responded to the items in this part of the research, the data 
reported suggest that, of the three areas, the areas of departmental 
organization and management and financial management in the internship 
curriculum are in the most critical need of immediate study. It is 
noteworthy that the mean adequacy rating for each of three areas, as 
defined in this study and as shown in Table 13, was highest for the group, 
personnel management, second highest for financial management, and 
lowest for departmental organization and management; 2.79, 2.42, and 
2.32, respectively. The consistency of the findings in this regard from 
the two sections of the present research support the conclusion of the 
priority of need for curriculum study in the three areas. 
Experiences in other aspects of administration Of the 93 
questionnaires in the sample, 54 contained one or more responses concern­
ing internship experiences related to administration other than strengths 
and weaknesses in the areas of departmental organization and management, 
personnel management, and financial management. The frequency of re­
sponse to the different categories listed is shown in Table 26. 
Although the data are limited, they suggest that some graduates 
were concerned about the lack of emphasis placed on the administrative 
phase of the internship curriculum as compared to that placed on the 
therapeutic phase. The 65 responses regarding specific topics in admin­
istration for which internship experiences were considered valuable, in 
need of more emphasis, or were suggested for inclusion in future intern­
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ship curricula may assist Internship faculties In decision making In re­
gard to curriculum planning. 
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SUMMARY 
The purpose of this research was to provide some bases for the study, 
evaluation, and possible improvement of educational programs provided in 
hospital dietetic internships. An investigation was made of the employ­
ment demands made of recent graduates of hospital dietetic internships and 
the perceptions of the graduates of their internship experiences as re­
lated to preparation for employment. The study focused on graduates' 
perceptions of the administrative aspects of both their first positions 
of employment in hospital dietetics and their internship experiences. 
The specific objectives of the research were to: 
1. Determine characteristics of employment-related experiences 
of recent graduates of hospital dietetic internships 
2. Determine the degree to which selected administrative ele­
ments were perceived by graduates to be part of their first 
positions of employment in hospital dietetics 
3. Study relationships between the degree to which selected 
administrative elements were perceived by graduates to 
be a part of their first positions in hospital dietetics 
and the variables: 
a. Area of emphasis of work of graduates' first posi­
tions in hospital dietetics 
b. Number of professional staff members in the dietary 
departments of hospitals where graduates were first 
employed 
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Identify recent graduates' perceptions of the degree of ade­
quacy of their internship experiences in preparing them for 
performance of selected administrative elements in a first 
position in hospital dietetics 
Study the perceptions of adequacy of internship preparation 
in terms of relationships to the variables: 
a. Year of graduation from the internship 
b. Size of internship class 
c. Degree to which selected administrative elements were 
perceived by graduates to be a part of their first 
positions 
d. Internship from which graduated 
e. Area of emphasis of work of graduates' first positions 
in hospital dietetics 
f. Area of dietetics in which graduates had major Interest 
as dietetic interns 
Identify the perceptions of recent graduates of the degree to 
which they had specific internship experiences in selected 
areas of administration 
Study the relationships between judgments of adequacy of in­
ternship preparation in selected areas of administration and 
perceptions of the degree to which graduates had specific 
internship experiences in these areas 
Obtain and analyze opinions of graduates of strengths and/or 
weaknesses of internship experiences in selected areas of 
administration 
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9. Obtain and analyze opinions of graduates of other intern­
ship experiences related to administration that graduates 
considered to be of value for curriculum planning. 
Names of 1574 graduates for the years 1965, 1966, and 1967 were ob­
tained from 47 hospital dietetic internships approved by The American 
Dietetic Association. The internships were stratified according to mean 
annual number of interns in the graduating classes for the three-year 
period into categories designated as small, medium, and large. A random 
sample of approximately one-half of the internships within each stratum 
was drawn. The final sample consisted of the entire graduating classes 
for the three years studied from five small Internships, 16 medium in­
ternships, and three large internships or a total of 740 graduates. 
A two-part questionnaire for the collection of data from the gradu­
ates was designed, tested, and sent to the graduates selected in the 
sample. Part I related to graduates' employment experiences in general, 
and part II to specific administrative aspects of their first positions 
in hospital dietetics and their perceptions of related internship ex­
periences. Responses were received from 75.8 per cent (561) of the total 
sample. Only those graduates who had had one year of experience in 
hospital dietetics following completion of the internship were asked to 
complete part II of the questionnaire. A total of 461 graduates met 
this criterion and completed part II. 
General Employment Data 
The general employment data collected in part I consisted of a de­
scription of the positions held or status of graduates since completion 
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of the internship including employment, homemaking, and graduate study; 
reasons for not entering or leaving employment in dietetics; reasons 
for choosing first positions of employment in dietetics; a description 
of initial orientation and training in a first position in dietetics, 
and reasons for changing positions. The major findings concerning the 
general employment-related experiences of the graduates are summarized 
and discussed below. 
1. Of the 561 graduates surveyed, 96.4 per cent had been employed 
in at least one full- or part-time position in dietetics 
since completion of their internships to the time of the 
present survey (June 1, 1969). Of those who had been 
employed, 37.0 per cent had held one position, 38.8 per 
cent had held two positions, and 24.2 per cent had held 
from three to six positions. 
2. Although graduates accepted a variety of positions in 
dietetics, the most frequently held positions were in 
hospital dietetics. The one most frequently held posi­
tion was that of therapeutic dietitian in a hospital. 
Of the 541 graduates who had been employed in dietetics, 
68.8 per cent had held at least one position as a thera­
peutic dietitian in a hospital. The per cent by year of 
graduation was approximately the same, i.e., 69.3, 69.4, 
and 67.5 for 1965, 1966, and 1967 graduates, respectively. 
This type of position was also that most frequently 
chosen for the first position following the internship. 
Of the 525 graduates who accepted employment in dietetics 
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within six months following completion of their intern­
ships, 58.1 per cent were first employed as therapeutic 
dietitians in hospitals. By year of graduation, the 
per cent was approximately the same. 
The second most frequently held position was that of 
administrative dietitian in a hospital. During the 
period between completion of the internship and the 
time of the survey, 20.1 per cent of the graduates who 
had been employed in dietetics had held this type of 
position. In addition, 20.7 per cent of the graduates 
had held hospital positions categorized as only 
dietitians, chief dietitians, or therapeutic-adminis­
trative dietitians, and these positions may have con­
tained a large administrative component. The per cent 
of 1965, 1966, and 1967 graduates who had held positions 
as administrative dietitians in hospital dietetics was 
24.3, 21.3, and 14.8, respectively. This type of posi­
tion was the second most frequently accepted position 
for the first employment following completion of the in­
ternship. Of the 525 graduates who accepted employment in 
dietetics within six months following completion of their 
internships, 12.8 per cent were first employed as admin­
istrative dietitians in hospitals. By year of graduation 
the per cent was approximately the same. 
Of the 541 graduates who had been employed in dietetics 
since completion of the internship, 15.3 per cent reported 
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employment as consultant dietitians in hospitals and 
nursing homes. Of the total number reporting this type 
of employment, 38.6 per cent were 1965 graduates, 39.8 
per cent 1966 graduates, and 21.7 per cent 1967 graduates. 
5. The per cent of 1967 graduates who reported graduate 
study as their first experience following internship 
was 10.3 as compared with 5.6 per cent for 1965 graduates 
and 4.9 per cent for 1966 graduates. At the time of 
the present survey, the per cent was approximately the 
same for 1966 and 1967 graduates, 5.6 and 6.0, re­
spectively, but only 2.9 per cent for the 1965 graduates. 
6. Of the 128 graduates who indicated a reason or reasons 
for not entering or for leaving employment in dietetics 
following completion of internship, 74.1 per cent in­
dicated a personal reason such as family responsibility 
or pregnancy. 
7. Of the 1965 graduates who had been employed in dietetics 
within six months following the internship, 24.4 per cent 
were engaged in full-time homemaking by June 1, 1969 as 
were 21.8 per cent of the 1966 graduates, and 8.0 per 
cent of the 1967 graduates. 
8. Regardless of the type of position chosen by graduates 
for the first position of employment in dietetics follow­
ing completion of the internship, 54.4 per cent of the 
515 respondents indicated that they had chosen the position 
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because of major interest in the particular area of 
dietetics. Few graduates indicated that they had chosen 
the first position because they felt that their back­
ground was weak in the particular area and they needed 
more experience; however, 20.9 per cent of those who 
chose a first position as an administrative hospital 
dietitian checked this reason as compared with 4.6 per 
cent of those who chose a first position as a thera­
peutic hospital dietitian. 
9. Of 510 respondents, 66.5 per cent indicated that the in­
itial orientation and training provided by their employers 
in their first positions in dietetics had been thorough, 
or adequate, or had not been provided but was not neces­
sary; 32.9 per cent indicated that either some orienta­
tion and training had been provided but they felt more 
was needed or none had been provided but they felt it 
should have been. 
10. Of the 523 graduates who responded to the item regarding 
the length of time that they had been employed in their 
first positions, 40.7 per cent had been employed for one 
year or less; 37.8 per cent for more than one year but 
no more than two years; 14.0 per cent for more than two 
years but no more than three years; and 4.4 per cent for 
more than three years. Since the present survey was made 
on June 1, 1969, only those 1967 graduates who completed 
their internships before June 1, 1967 could have been 
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employed for more than two years, and only those 1966 
graduates who completed their internships before June 1, 
1966 could have been employed for more than three years. 
11. Of 523 graduates who had been employed in dietetics 
since completion of their internships, 274 or 52.3 per 
cent indicated that they had changed from their first 
positions to another position in dietetics; 119 or 22.7 
per cent were continuously employed in their first 
positions; 89 or 17.0 per cent changed from their first 
positions in dietetics to full-time homemaking; and 11 
or 2.1 per cent changed from their first positions to 
full-time graduate study. 
12. Of the 274 graduates who changed from their first posi­
tions in dietetics to another position in dietetics, 
142 or 51.8 per cent were employed in their first posi­
tions for one year or less. Of the 89 graduates who 
changed from their first positions in dietetics to full-
time homemaking, 75 or 84.3 per cent were employed in 
their first positions for two years or less. 
13. Over half, 53.7 per cent, of the 337 graduates who gave 
a reason for changing from their first position in 
dietetics, indicated that they had changed for personal 
reasons, i.e., family responsibilities, pregnancy, ill­
ness, etc., or because of relocation. Of the total 
number, 32.1 per cent indicated that they had changed 
because of dissatisfaction with the position, or 
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opportunity to be employed in a better position, or 
because of desire to change to a different position to 
gain more experience. 
In summary, most of the graduates accepted employment in dietetics 
soon after they completed their internships. The employment demands 
made of graduates varied in terms of both types of positions and number 
of positions held by graduates in the short time between graduation 
from the internship and the present survey. The findings suggest that 
internship curricula need to provide learning experiences in several 
areas of dietetics to meet the needs of the beginning practitioners 
and that the types of experiences provided should be planned to 
facilitate maximum transfer of learning to varying organizational environ 
ments. The need for the inclusion in the curriculum of learning ex­
periences relative to consultative methods and techniques appeared to be 
evident because of the numbers of graduates who had accepted positions as 
consultant dietitians. 
The major reason reported that graduates did not enter or left 
employment in dietetics was that of marriage and family responsibilities. 
Of those who left full-time employment for full-time homemaking, the 
largest number did so after working approximately two to three years 
following the internship. 
The data suggest that most graduates chose their first positions 
of employment because of their interest in the particular type of posi­
tion and not because the positions were the only ones available or be­
cause the graduates felt that their educational backgrounds were weak in 
the particular areas and they needed more experience. Although the data 
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are limited, they suggest that graduates are less likely to accept em­
ployment as an administrative dietitian until they have had some ex­
perience in the field. The fact that a substantial number of graduates 
indicated that their Initial orientation and training in their first 
positions had not been satisfactory appears to reflect a need for joint 
consideration by educators and employers of the state of educational 
preparedness of the beginning practitioner and the need for orientation 
and training for any new staff member regardless of qualifications. 
The substantial turnover of graduates in positions during the first 
year of employment and throughout the short period between graduation 
and the present survey should be a matter of concern to both educators 
and employers. Emphasis on counseling at the internship level concern­
ing responsibilities of employment in the profession and continued 
guidance at the employment level might assist in reducing the frequency 
of changes in positions by the beginning dietitians. 
Administrative Elements of a First Position in 
Hospital Dietetics 
To determine the specific employment demands made of graduates in 
the area of administration In their first positions, graduates were asked 
In part II of the study to describe their first positions in hospital 
dietetics In terms of the degree to which 59 selected administrative ele­
ments grouped under 14 subject area headings formed a part of their posi­
tions. The headings were: departmental organization and management; 
personnel management ; financial management; menu planning; food purchasing; 
receipt, storage, and control of food and supplies; food production; 
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food distribution and service; sanitation and safety; equipment opera­
tion and maintenance; methods improvement; space design and equipment 
selection; educational programs; and research. Investigation was made 
of the relationships of the area of emphasis of the first position and 
the number of other professional staff members in the dietary depart­
ments where the graduates were first employed to the degree to which 
the administrative elements formed a part of the positions. 
Findings from this section of the research supported the assumption 
that most graduates would be expected to perform some of the adminis­
trative activities for which the dietary department is responsible in 
their first positions in hospital dietetics. The selected adminis­
trative elements that formed at least a minor part of the first posi­
tions of 50 per cent or more of the 461 graduates were those related to 
overall departmental organization and management ; personnel management 
except for interviewing and selection of personnel; menu planning except 
for cost analysis of menus ; temperature control in food storage and 
security measures in storage areas; judging the quality of food products; 
patient tray service procedures, procedures of food service to person­
nel and visitors, and portion control; sanitation and safety; assuring 
proper operation and care of equipment; methods improvement; and educa­
tional programs of the dietary department. 
The degree to which the 59 elements formed a part of the first posi­
tion appeared to be related to the area of emphasis of work in the first 
position. As would be expected, for most of the groups of elements, the 
mean degree to which they formed a part of the first positions was high­
est for those whose major emphasis of work was in administration, next high­
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est for those whose emphasis of work was about equally in administration 
and therapeutics, and least for those whose emphasis of work was in 
therapeutics. The exceptions were the groups, educational programs, 
menu planning, and research. However, the smallest differences between 
high and low means for the three classifications of dietitians were 
found for these three groups suggesting that these were groups of ele­
ments that commonly formed a part of the first position to a somewhat 
similar degree regardless of the emphasis of the position. 
The largest differences in the mean degree to which the groups of 
elements formed a part of the first positions where the graduates 
were classified by the area of emphasis of work were found for the 
groups, receipt, storage, and control of food and supplies; equipment 
operation and maintenance; and personnel management. In each case the 
highest mean was that of the administrative dietitians. 
Although significant correlations at the .01 level were found be­
tween the degree to which 20 of the administrative elements formed a 
part of the first positions and the number of other professional staff 
members in the dietary departments where the graduates were first employed, 
the correlations did not exceed .21. Therefore, the relationship between 
the variables was not considered to be strong. The analysis may have 
been confounded by the variable, area of emphasis of work. 
Ratings of Adequacy of Internship Preparation for Perform-
mance of Administrative Elements of a First Position in 
Hospital Dietetics 
Graduates were asked to rate the adequacy of their internship prepara-
ation for performance of the elements in a first position in hospital 
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dietetics. To accomplish this, graduates were asked to assume that each 
of the 59 elements was a part of their first position. The relationships 
between the perceptions of adequacy of preparation expressed in the form 
of the ratings and six factors hypothesized to be associated with the 
perceptions of adequacy were investigated. 
Twenty-five per cent or more of the graduates rated their internship 
preparation as less than adequate for the following administrative 
elements: all elements related to the areas of departmental organiza­
tion and management, financial management, methods improvement (single 
element), space design and equipment selection, educational programs 
(single element), and research (single element); all elements related to 
personnel management except direct supervision of personnel; planning 
menus for special occasion meals, cost analysis of menus, and conducting 
food preference studies; analyzing market conditions, and determining 
quality specifications in food purchasing; assuring food production 
records kept, and coordination of labor, equipment, and materiel utiliza­
tion in food production; food merchandising, catering special meals, and 
assuring food distribution and service records kept; and assuring records 
for equipment repair and maintenance kept. The findings suggest that the 
elements enumerated above are those toward which a critical examination 
of the learning experiences in the administrative phase of internship 
curricula should be directed. 
In general, analysis of the data suggested that for those areas that 
predominately require conceptual and human skills for effective managerial 
performance, larger percentages of graduates perceived their internship 
preparation as less than adequate than for those areas that predominately 
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require technical skills for managerial performance. 
Correlations were computed between the variables, year of gradu­
ation from the internship and ratings of adequacy of internship prepara­
tion for the 14 groups of administrative elements. None of the correla­
tion coefficients was significant at the .05 level. 
The relationship between size of internship class and ratings of 
adequacy of internship preparation for each of the 14 groups of adminis­
trative elements was studied by computing correlations. Significant 
negative correlations were found at the .01 level for two groups, menu 
planning and educational programs; a significant positive correlation was 
found for the group, equipment operation and maintenance. Since the cor­
relation coefficients did not exceed .15, the factor, size of internship 
class, did not appear to contribute greatly to explaining the variance 
among graduates in the adequacy ratings. 
Correlations were computed between the degree to which the 59 
administrative elements formed a part of the first positions and the 
adequacy ratings of internship preparation for the corresponding admin­
istrative elements. Thirty-five positive correlations were significant 
at the .01 level; however, since none of the correlation coefficients ex­
ceeded .32, the factor of degree to which the administrative elements 
formed a part of the first positions appeared to explain very little con­
cerning the variance among graduates in their ratings of adequacy of 
internship preparation. 
Significant differences at the .05 level were found among graduates' 
ratings of adequacy of internship preparation for each of the 14 groups 
of administrative elements when the graduates were classified by intern­
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ship from which graduated. When the ratings were compared on a paired 
basis, i.e., ratings of graduates from internship 1 versus ratings of 
graduates from internship 2, etc,, the findings suggested that two of 
the internships were the chief contributors to the statistically signifi­
cant differences among mean ratings. Since it was assumed that all 24 
internships would have similar programs in the sense that the curricula 
were planned to meet the same minimum standards for program content, 
the findings of significant differences in graduates' perceptions of 
adequacy of preparation when classified by internship from which graduated 
suggest many possibilities for future research. The findings concerning 
the number of internships from which graduates, on the average, rated 
their preparation for the various groups of elements as adequate or 
better or less than adequate should further assist internship faculties 
in locating areas in the curriculum in need of study. 
When the graduates were classified according to the area of emphasis 
of their work in their first positions, significant differences were 
found at the .05 level among graduates' ratings of adequacy of intern­
ship preparation for only three of the 14 groups of administrative ele­
ments, i.e., financial management, food production and educational pro­
grams. When the ratings of graduates classified into the three cate­
gories of emphasis of work were compared on a paired basis for the three 
groups of elements, significant differences were found between therapeutic-
administrative dietitians and administrative dietitians in the mean rat­
ings for the groups, food production and educational programs; significant 
differences were found between therapeutic dietitians and administrative 
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dietitians for the group, educational programs. In each case the mean 
rating for the administrative dietitians was the lowest. Although these 
findings appeared to be inconsistent with the findings regarding the 
relationship between the degree to which the administrative elements 
formed a part of the first positions and the adequacy ratings, the low 
correlations in regard to the relationship, and the large number of 
therapeutic dietitians in the analyses may have contributed to the 
apparent inconsistency. The data suggest that neither of the factors, 
degree to which the administrative elements formed a part of the first 
position and area of emphasis of work, made a very large contribution 
to an explanation of the variance in the adequacy of preparation ratings 
of the graduates. 
When the graduates were classified into three categories according 
to the specific area of dietetics in which they had major Interest as 
dietetic interns, significant differences were found at the .05 level 
among graduates' ratings of adequacy of internship preparation for each 
of the 14 groups of administrative elements except for the group, de­
partmental organization and management. When the ratings of the graduates 
classified into the three categories of major Interest were compared on 
a paired basis, significant differences were found between the ratings 
of those who indicated about equal interest in therapeutics and admin­
istration and those who indicated interest in the other two classifica­
tions, therapeutics or administration, for various groups of elements. 
In each case the mean ratings for those who indicated about equal interest 
in therapeutics and administration were the highest. These findings 
suggest that the specific area in dietetics in which graduates had major 
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interest as dietetic interns was related to their perceptions of 
adequacy of internship preparation and that those with interests in 
both therapeutics and administration perceived their learning ex­
periences differently than those with more specialized interests. 
Internship Experiences in Three Selected Areas 
of Administration and in Other Aspects of Administration 
Graduates were asked to indicate the degree to which they had had 
each of 18 specific learning experiences in the area of departmental 
organization and management, 18 experiences in the area of personnel 
management, and 11 experiences in the area of financial management. 
The experiences listed were of four types: classroom experiences, ex­
periences involving observation or limited participation, experiences 
involving assumption of responsibility by the dietetic intern, and ex­
periences in self-evaluation in the presence of the staff adviser. 
Correlation coefficients were computed between the degree to which 
graduates indicated they had the specific experiences in the three areas 
and the respective ratings of adequacy of preparation for the areas. The 
major findings from this section of the research are summarized below. 
1. Significant positive correlations were found at the .01 
level between the degree to which graduates had each of 
the experiences listed in the three areas and the ade­
quacy of preparation ratings for the respective areas. 
Thirty-one of the 47 correlations were .40 or above with 
the highest correlation, .54. 
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2. In general, the relationship between the degree to which 
graduates had the experiences listed for the area of 
financial management and the adequacy ratings for the 
area appeared to be stronger than that for the other 
two areas. 
3. Graduates appeared to have had the experiences listed 
for the area of personnel management to a higher degree 
than they had the experiences in the other two areas. 
4. There was some indication of the possibility of higher 
correlations between the degree to which graduates had 
the classroom experiences and the group adequacy ratings 
than for the other types of experiences, but further 
evidence is needed before such a relationship could be 
concluded. 
It appeared from these findings that the factor, degree to which 
graduates had certain experiences in the three areas, contributed in a 
meaningful way to explaining some of the variance among graduates in 
their ratings of adequacy of preparation in the areas. These data should 
assist internship faculties in gaining insight into how their own cur­
ricula were perceived by the graduates. 
A sample of 93 questionnaires was selected from a total of 279 that 
contained responses to one or more of four unstructured items in the 
questionnaire pertaining to strengths and weaknesses of internship ex­
periences in the areas of departmental organization and management, person­
nel management, and financial management; and to internship experiences 
in other aspects of administration. The technique of content analysis 
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was used to quantify the data from the responses. The findings from 
the content analysis are summarized below. 
1. The largest number of responses indicating strengths of 
Internship experiences in administration was found for 
the area of personnel management, 39, followed by depart­
mental organization and management, 19; the smallest 
number was reported for the area of financial manage­
ment , 12. 
2. The largest number of responses indicating weaknesses of 
experiences was found for the area of departmental or­
ganization and management, 115; the next largest number 
for financial management, 109; and the smallest number 
for personnel management, 85. 
3. Although the data were limited, some graduates expressed 
concern over the lack of emphasis placed on the admin­
istrative phase of the internship curriculum as compared 
to the therapeutic phase. 
The data from this part of the research appeared to indicate that 
although each of three selected areas of administration should be given 
consideration in Internship curriculum study, the priority of need for 
study was in the order of organization and management, financial manage­
ment, and personnel management. The responses of the graduates regard­
ing specific strengths and weaknesses of their internship experiences 
in the three areas and specific topics in administration for which in­
ternship experiences were considered valuable, in need of more emphasis, 
or were suggested for inclusion in future internship curricula may 
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APPENDIX A: QUESTIONNAIRE 
211 
A STUDY OF HOSPITAL DIETETIC INTERNSHIP GRADUATES 
PARTI 
Instructions: This part of the questionnaire is to be completed by ALL graduates to whom it has been sent. Please respond in 
the manner indicated to each question that is applicable to you. 
General 
1. Month and year of graduation from dietetic internship 
2. Sex (check): (a) Male (b) Female 
Experience Since Completion of Internship 
3. In the space provided below, please indicate the work experience you have had since completion of the internship. In 
addition to employment in the profession of dietetics, include full-time homemaking, graduate study, and employment in 
other than the dietetics profession. Starting with your PRESENT POSITION: 
- List dates of employment by montii and year, for example, Sept. 1967 to present 
-Record the type and nature of the position in terms of major responsibilities such as administrative dietitian in charge of 
food production unit 
-Indicate the type of employing organization or institution such as hospital or public school 
-Check whether full or part-time employment 
Use as many lines as necessary for each position. 
EXPERIENCE SINCE COMPLETION OF INTERNSHIP 
(List Present Position First) 
Employment Dates 












4. If you have NOT been employed in any aspect of dietetics or have left employment in the profession since completion of 
internship, please indicate your reason. (Check more than one if appropriate) 
(a ) Personal reason (family responsibilities, illness, firegnancy, etc:) 
(b ) Unable to find a position in preferred location 
(c) Income low in relationship to other occupations 
(d ) Did not like the work 
(e ) Other (specify) 
5. If your FIRST position of employment following completion of internship is (was) in the field of dietetics, please check the 
reason you chose the particular position, (check more than one if appropriate) 
(a) Major interest in this area of dietetics 
(b) • Not my major interest but only position available in location where f deèired employment 
(c ) Felt my background was weak in this area of dietetics arid that I needed more experience 
(d ) Felt my background was good in this area of dietetics and that this was the type of position for which I was best 
qualified 
(e ) Other (specify) ' ^ ^ '' ' ' ' ' ' 
6. If your FIRST position of employment following completion of internship is (was) in the field of dietetics, how would you 
describe the initial orientation and training that you received from your erhployer in "your first position? (check one) 
(a ) Thorough 
(b ) Some provided and fee! it was adequate 
(c) Some provided but feel more was needed 
(d ) None provided but not necessary 
(e) None provided but feel it should have been 
213 
7. If you have changed positions since your internship, please indicate what the change was, whether or not you also changed 
employers, and your reason(s) for changing. If yctu have changed positions more than once, please provide the requested 
information for each change. (Include changes to and from full-time homemaking and/or graduate study.) 







Yes or No Reason(s) For Change 
8. If you have had at least one year of employment in hospital dietetics since completion of internship, please indicate the area 
of major emphasis of your work in your FIRST position in hospital dietetics, (check one) 
(a) Major emphasis in therapeutics (over 50% of my time spent in this type of work) 
(b ) Major emphasis in administration (over 50% of my time spent in this type of work) 
(c) About equal emphasis in therapeutics and administration 
(d) Other (specify) 
9. If you have had at least one year of employment in hospital dietetics since completion of internship, please indicate the 
number of other professional staff members in the dietary department of the hospital where you were FIRST employed as 
follows: 
(a) Number of ADA members 




Major Interest in Area of Dietetics as a Dietetic Intern 
10. As a dietetic intern, in what area of dietetics was your major interest? (check one) 
(a ) My major interest was in therapeutic dietetics 
(b ) My major interest was in administrative dietetics 
(c ) My interest was about equally divided between therapeutic and administrative dietetics 
(d ) Other (specify) 
NOTICE: You have now completed Part I of the questionnaire. If you have had at least one year of experience in hospital 
dietetics since completion of internship, please continue with Part II. if you have not had this experience, it is not 
necessary for you to respond to Part II. Please return the questionnaire in the envelope provided. Thank yo^ for your 
cooperation. 
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A STUDY OF HOSPITAL DIETETIC INTERNSHIP GRADUATES 
PART II 
General Information 
The remainder of the questionnaire is designed for completion if you have had at least one year of employment 
in hospital dietetics since graduation from your internship. 
Please note that whenever the term "FIRST position" is used hereafter, it refers to your first position In hospital 
dietetics following completion of internship. In the sections that follow, the FIRST position is described In terms of 
the past tense. If you are still employed in your FIRST position, simply read the statements as if they were In the 
present tense. 
Part II of the questionnaire Is largely concerned with food service administration or management. It is assumed 
that most dietitians regardless of position have some administrative or managerial duties and responsibilities. It is 
further assumed that all dietitians require some educational background in this area to function effectively in any 
position in dietetics. For these reasons, even If you were not an administrative dietitian per se in your FIRST 
position, your responses will be of great importance. 
Part II is divided Into three sections as follows: 
Section A - Describing Your FIRST Position 
Section B - Rating Your Internship 
Section C - Identifying Your Internship Experiences 
Please follow the instructions provided and complete each section carefully. The value of this study is highly 
dependent upon the degree of thoughtful consideration that you give to each Item. It may take some time for you to 
complete the questionnaire; however, most responses may be made by entering or circling a number in the 
appropriate space. 
PLEASE DO NOT OMIT ANY ITEMS 
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SECTION A - DESCRIBING YOUR FIRST POSITION 
The purpose of Section A is to provide a way for you to describe your FIRST position in hospital dietetics in 
terms of some of the administrative aspects of the position. In responding to this section, please proceed in two 
steps: 
Step One 
Consider whether each item listed under the major headings that follow describes something that was a part of 
your FIRST position. If the position required that you be attentive to, be responsible for, or oversee the matter 
described in the item, consider it a part of the position. 
In some cases, you may not have been solely responsible for an area or activity described, but you may have 
shared the responsibility. For example, you may not have been solely responsible for "planning long and short range 
department objectives," but you may have participated in conferences in which this activity took place. In such a 
case, you should consider the item a part of the position. 
Some items may describe something for which you had direct responsibility, that is, you were directly 
responsible for performing the activity such as "planning regular menus." Other items may describe something for 
which you had indirect responsibility, that is, you supervised or directed the actual performance of the activity 
implied in the item such as "security measures in food storage." In either of these cases, you should consider the 
item as descriptive of your position. 
If, however, an item describes something that was strictly the concern of a superior, peer, or subordinate, you 
should NOT consider it a part of your position. 
Step Two 
If you decide that an item is descriptive of a part of your position, you should then decide how significant a part 
it represented. In making this decision, consider and weigh the importance, frequency of occurrence, relevance, or 
any other factor that you think determines to what extent the matter was a part of the position. 
Having made these decisions, enter a number from 0 through 3 in the blank before each item according to the 
following: 
0. Definitely not a part of the position 
1. A minor part of the position 
2. A substantial part of the position 
3. A very significant part of the position 
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DESCRIBING YOUR FIRST POSITION 
INDICATE DEGREE TO WHICH EACH ITEM WAS A PART OF YOUR FIRST POSITION 
0. Definitely not a part of the position 
1. A minor part of the position 
2. A substantial part of the position 
3. A very significant part of the position 
Your 
Response 
Departmental Organization and Management 
1. Planning long and short range department objectives 
2. Planning departmental policies to achieve objectives 
3. Planning and/or adjusting organizational structure and deciding responsibility assignments for supervisory 
personnel 
4. Coordinating activities with other departments through oral or written communications with individuals 
and groups outside the department 
5. Coordinating activities within the department through oral or written communications with individuals 
and groups within the department 
6. Evaluating departmental activities in relation to immediate and future objectives 
Personnel Management 
: 7. Interviewing and selection of nonprofessional personnel 
8. Orientation and/or initial on-the-job training of new nonprofessional personnel 
9. Direct supervision of nonprofessional personnel during performance of work (includes giving 
assignments, directions, and on-the-job instructions) 
10. Conducting group training programs for nonprofessional personnel 
11. Individual counseling of nonprofessional personnel (includes handling grievances and complaints, 
administering discipline, discussing work performance, and similar matters) 
12. Conducting group meetings with nonprofessional personnel (includes interpreting policies and delineating 
procedures, discussing work related activities, handling grievances and complaints, and similar matters) 
13. Appraisal of performance of nonprofessional personnel 
14. Planning work schedules for nonprofessional personnel 
15. Development and use of job descriptions, job specifications, and/or performance standards 
16. Assuring that appropriate personnel records are kept and used 
Financial Management 
17. Planning department budget 
18. Assuring that appropriate and accurate cost accounting records are kept 
19. Analysis of food, labor, and other costs in relation to budget 
20. Assuring that cost control procedures in various areas of department are followed 
21. Preparation of financial reports such as daily food cost reports 
22. Determining selling prices for menu items 
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DESCRIBING YOUR FIRST POSITION 
INDICATE DEGREE TO WHICH EACH ITEM WAS A PART OF YOUR FIRST POSITION 
0. Definitely not a part of the position 
1. A minor part of the position 
2. A substantial part of the position 




.23. Planning regular diet menus 
.24. Planning modified diet menus 
25. Planning menus for special occasion meals 
26. Cost analysis of menus planned 
27. Nutritional analysis of menus planned 
28. Conducting food acceptance and/or food preference studies 
Food Purchasing 
. 29. Analyzing market conditions to determine availability and/or costs of foods to be purchased 
30. Determining quality specifications for foods to be purchased 
. 31. Determining quantities of food to be purchased 
Receipt, Storage, and Control of Food^upplies 
.32. Assuring that receipts of food and supplies are checked with requisitions for accuracy in meeting 
specifications 
.33. Temperature control in food storage 
34. Assuring that appropriate and accurate records are kept for issues and receipts 
35. Seeing that required procedures for inventory of food and supplies are followed 
36. Security measures in storage areas 
Food Production 
. 37. Food production charting (determining what and how much is to be produced, when, and by whom) 
. 38. Development and use of standardized recipes 
_ 39. Methods and procedures of quantity food preparation 
40. Judging the quality of food products 
. 41. Assuring that appropriate and accurate food production records are kept 
42. Coordination of labor, equipment, and materiel utilization in food production 
Food Distribution and Service 
_43. Patient tray service procedures (in main kitchen and/or in patient care areas) 
. 44. Procedures of food service to personnel and visitors 
45. Portion control 
- 8 -
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DESCRIBING YOUR FIRST POSITION 
INDICATE DEGREE TO WHICH EACH ITEM WAS A PART OF YOUR FIRST POSITION 
Your 
Response 
Food Distribution and Service (cont') 
46. Food merchandising 
47. Catering special meals 
48. Assuring that appropriate and accurate food distribution and service records are kept 
Sanitation and Safety 
49. Assuring that sanitation standards for operations and facilities are observed 
50. Assuring that safe food handling practices are followed 
51. Seeing that standards for personal hygiene for food service workers are observed 
52. Assuring that safety standards for operations and facilities are observed 
Equipment Operation and Maintenance 
53. Assuring proper operation and care of equipment 
54. Assuring that appropriate records for equipment repair and maintenance are kept 
Methods Improvement 
55. Work simplification or other methods improvement studies 
Space Design and Equipment Selection 
56. Planning space utilization and equipment placement 
57. Determining specifications for type and amounts of equipment needed 
Educational Programs 
58. Planning and/or implementing educational programs of the department such as staff development 
programs, employee training programs, educational programs for members of allied health services, and 
others 
Research 
59. Planning and/or implementing research programs of the department 
INDICATE IN THE SPACE BELOW ADMINISTRATIVE ASPECTS OF YOUR POSITION THAT 
HAVE NOT BEEN LISTED IN THIS QUESTIONNAIRE. INDICATE THE DEGREE TO WHICH EACH 
ITEM WAS A PART OF YOUR FIRST POSITION. 
-9-
PLEASE GO ON TO SECTION B AND READ THE INSTRUCTIONS 
22p 
SECTION B • RATING YOUR INTERNSHIP 
The purpose of Section B is to provide a way for you to rate the adequacy of your internship preparation. Rate 
the adequacy in terms of the helpfulness of the internship in preparing you to perform effectively in your FIRST 
position in the administrative activities or areas listed. 
In completing this section, ASSUME that each of the items listed describes a part of your FIRST position 
whether it actually was a part or not. 
Please remember that the development of a high degree of proficiency in some activities such as personnel 
supervision may require considerable experience on the job in addition to your formal educational experiences. 
Thus, please make your judgments on the basis of what you think can reasonably be accomplished in the one year 
internship period. 
Rate the adequacy of your internship preparation in regard to each of the administrative activities or areas listed 
by entering a number from 0 through 5 in the blank before each item according to the following: 
0. No preparation provided or completely inadequate 
1. Very inadequate; very little help . 
2. Somewhat inadequate; some help but could have been improved considerably 
3. Adequate; helpful and needed little improvement 
4. Very adequate; very helpful and could not easily have been improved 
5. Completely adequate 
ASSUME THAT EACH ITEM DESCRIBES A PART OF YOUR FIRST POSITION AND RATE THE ADEQUACY 
OF YOUR INTERNSHIP IN PREPARING YOU FOR PERFORMANCE IN REGARD TO EACH ITEM. 
Your 
Response 
Departmental Organization and Management 
1. Planning long and short range department objectives 
2. Planning departmental policies to achieve objectives 
3. Planning and/or adjusting organizational structure and deciding responsibility assignments for supervisory 
personnel 
4. Coordinating activities with other departments through oral or written communications with individuals 
and groups outside the department 
5. Coordinating activities within the department through oral or written communication with individuals 
and groups within the department 
6. Evaluating departmental activities in relation to immediate and future objectives 
Personnel Management 
7. Interviewing and selection of nonprofessional personnel 
8. Orientation and/or initial on-the-job training of new nonprofessional personnel 
9. Direct supervision of nonprofessional personnel during performance of work (includes giving 
assignments, directions, and on-the-job instructions) 
10. Conducting group training programs for nonprofessional personnel 
11. Individual counseling of nonprofessional personnel (includes handling grievances and complaints, 
administering discipline, discussing work performance, and similar matters) 
12. Conducting group meetings with nonprofessional personnel (includes interpreting policies and delineating 
procedures, discussing work related activities, handling grievances and complaints, and similar matters) 
-10-
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RATING YOUR INTERNSHIP 
ASSUME THAT EACH ITEM DESCRIBES A PART OF YOUR FIRST POSITION AND RATE THE ADEQUACY 
OF YOUR INTERNSHIP IN PREPARING YOU FOR PERFORMANCE IN REGARD TO EACH ITEM. 
0. No preparation provided or completely inadequate 
1. Very inadequate; very little help 
2. Somewhat inadequate; some help but could have been improved considerably 
3. Adequate; helpful and needed little improvement 
4. Very adequate; very helpful and could not easily have been improved 
5. Completely adequate 
Your 
Response 
Personnel Management (cont') 
13. Appraisal of performance of nonprofessional personnel 
14. Planning work schedules for nonprofessional personnel 
15. Development and use of job descriptions, job specifications, and/or performance standards 
16. Assuring that appropriate personnel records are kept and used 
Financial Management 
17. Planning departmental budget 
18. Assuring that appropriate and accurate cost accounting records are kept 
19. Analysis of food, labor, and other costs in relation to budget 
20. Assuring that cost control procedures in various areas of department are followed 
21. Preparation of financial reports such as daily food cost reports 
22. Determining selling prices for menu items 
Menu Planning 
23. Planning regular diet menus 
24. Planning modified diet menus 
25. Planning menus for special occasion meals 
26. Cost analysis of menus planned 
27. Nutritional analysis of menus planned 
28. Conducting food acceptance and/or food preference studies 
Food Purchasing 
29. Analyzing market conditions to determine availability and/or costs of foods to be purchased 
30. Determining quality specifications for foods to be purchased 
34. Determining quantities of food to be purchased 
Receipt, Storage, and Control of Food and Supplies 
32. Assuring that receipts of food and supplies are checked with requisitions for accuracy in meeting 
specifications 
33. Temperature control in food storage 
: 34. Assuring that appropriate and accurate records are kept for issues and receipts 
-11-
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RATING YOUR INTERNSHIP 
ASSUME THAT EACH ITEM DESCRIBES A PART OF YOUR FIRST POSITION AND RATE THE ADEQUACY 
OF YOUR INTERNSHIP IN PREPARING YOU FOR PERFORMANCE IN REGARD TO EACH ITEM. 
0. No preparation provided or completely inadequate 
1. Very inadequate; very little help 
2. Somewhat inadequate; some help but could have been improved considerably 
3. Adequate; helpful and needed little improvement 
4. Very adequate; very helpful and could not easily have been improved 
5. Completely adequate 
Your 
Response 
Receipt, Storage, and Control of Food and Supplies (cont') 
35. Seeing that required procedures for inventory of food and supplies are followed 
36. Security measures in storage areas 
Food Production 
37. Food production charting (determining what and how much is to be produced, when, and by whom) 
38. Development and use of standardized recipes 
39. Methods and procedures of quantity food preparation 
40. Judging the quality of food products 
41. Assuring that appropriate and accurate food production records are kept 
42. Coordination of labor, equipment, and materiel utilization in food production 
Food Distribution and Service 
43. Patient tray service procedures (in main kitchen and/or in patient care areas) 
44. Procedures of food service to personnel and visitors 
45. Portion control 
46. Food merchandising 
47. Catering special meals 
48. Assuring that appropriate and accurate food distribution and service records are kept 
Sanitation and Safety 
49. Assuring that sanitation standards for operations and facilities are observed 
50. Assuring that safe food handling practices are followed 
51. Seeing that standards for personal hygiene for food service workers are observed 
52. Assuring that safety standards for operations and facilities are observed 
Equipment Operation and Maintenance 
53. Assuring proper operation and care of equipment 
54. Assuring that appropriate records for equipment repair and maintenance are kept 
Methods Improvement 
55. Work simplification or other methods improvement studies 
-12-
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RATING YOUR INTERNSHIP 
ASSUME THAT EACH ITEM DESCRIBES A PART OF YOUR FIRST POSITION AND RATE THE ADEQUACY 
OF YOUR INTERNSHIP IN PREPARING YOU FOR PERFORMANCE IN REGARD TO EACH ITEM. 
Your 
Response 
Space Design and Equipment Selection 
56. Planning space utilization and equipment placement 
57. Determining specifications for type and amounts of equipment needed 
Educational Programs 
58. Planning and/or implementing educational programs of the department such as staff development 
programs, employee training programs, educational programs for members of allied health services, and 
others 
Research 
59. Planning and/or implementing research programs of the department 
IF YOU INDICATED ADDITIONAL ADMINISTRATIVE ASPECTS OF YOUR FIRST POSITION IN 
SECTION A, PLEASE LIST THEM AGAIN IN THE SPACE BELOW AND RATE THE ADEQUACY 
OF YOUR INTERNSHIP PREPARATION FOR EACH ITEM 
PLEASE GO ON TO SECTION G AND READ THE INSTRUCTIONS 
-13 -
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SECTION C- IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
In Section B, you have rated the adequacy of your internship preparation in helping you to perform effectively 
in certain administrative activities or areas in hospital dietetics. The purpose of Section C is to provide a way for you 
to identify some of the actual experiences that you had in the internship as well as to comment upon your 
experiences. 
Three areas in administration have been selected for special study. These are; DEPARTMENTAL 
ORGANIZATION AND MANAGEMENT; PERSONNEL MANAGEMENT; and FINANCIAL MANAGEMENT. 
Under each of these headings listed below, you will find items describing experiences that may have been provided 
during your internship related to the particular area. Indicate the degree to which you had each experience by 
circling one of the following for each item: 
0. Did not have experience 
1. Had experience to a limited extent 
2. Had experience to a considerable extent 
Only a sampling of the many possible experiences that you may have had during internship in each area is listed. 
For this reason, space is provided at the end of each group of items for you to add other internship experiences that 
you had that you feel were helpful to you in gaining competency in the particular area. Space is also provided for 
you to makfi comments concerning strengths and/or weaknesses of your internship experiences in the area. 
At the end of Section C, make any other comments that you wish to concerning your internship preparation for 
employment in the dietetics profession. 
AREA: DEPARTMENTAL ORGANIZATION AND MANAGEMENT DEGREE TO WHICH YOU 
(Includes planning objectives and policies, organizing a department, 
assigning supervisory personnel, coordinating activities within 
department and between the dietary department and other 
departments, and evaluating overall departmental activities) 
1. Discussion and analysis in class and/or with staff advisers of 
overall objectives of the department and the relationships of the 
objectives to the hospital goals 
2. Study and discussion in class and/or with staff advisers of 
written hospital and departmental policies formulated to achieve 
objectives 
3. Participation in dietary department staff meetings to gain insight 
into overall department operations and the interrelationships of 
the functions of the various units in the department 
4. Discussion and analysis in class and/or with staff advisers 
concerning records and reports maintained and considered, 
inspection policies, and other procedures used for analysis and 
evaluation of overall department operations 
5. Participation in meetings with representatives of other 
departments to gain insight into interdepartmental relationships 
6. Evaluating with staff adviser the organizational structure of the 
dietary department to gain insight into the functional 
relationships of the various units and how authority and 
responsibility delegations are made to supervisory personnel 
HAD EXPERIENCE 
(Circle one number 
for each item) 
0 1 2 
0 1 2 
0 1 2 
0 1 2 




IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
0. Did not have experience 
1. Had experience to a limited extent 
2. Had experience to a considerable extent 
AREA: DEPARTMENTAL ORGANIZATION AND MANAGEMENT (conf) 
7. Planning an organization chart (or charts) for a dietary 
department 
8. Working with the director or assistant director of the dietary 
department to observe and/or participate in the activities 
involved in overall management of the department 
9. Being responsible for analyzing a problem area in overall 
departmental management and formulating a plan to solve the 
problem 
10. Participation in conference or conferences with the hospital 
administrator where departmental activities were discussed 
11. Being responsible for written and/or oral communications with 
personnel within the department concerning departmental 
policies, procedures, or other activities 
12. Participation in departmental inspections conducted to 
determine if standards were being met 
13. Being responsible for making recommendations for corrective 
actions in regard to departmental activities when deemed 
necessary 
14. Working with supervisory personnel to gain insight into the 
supervisory requirements of each unit of the department 
15. Being responsible for written and/or oral communications with 
individuals or groups outside the department to coordinate 
dietary department activities with those of other departments 
16. Delegating responsibilities to nonprofessional supervisory 
personnel 
17. Being responsible for the management of a unit or units within 
the department in the absence of the staff dietitian 
18. Self-evaluation with staff adviser of my actions and decisions 
related to the area of departmental organization and 
management 
DEGREE TO WHICH YOU 
HAD EXPERIENCE 
(Circle one number 




IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
AREA: DEPARTMENTAL ORGANIZATION AND MANAGEMENT (conf > 
List other internship experiences that you had in the area of Departmental Organization and Management that you 
feel were helpful to you in gaining competency in the area. At the end of each experience that you identify, mark J. 
if you had the experience to a limited extent or mark 2_if you had the experience to a considerable extent. 
Please make comments concerning strengths and/or weaknesses of your internship experiences in the area of 
Departmental Organization and Management 
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IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
0. Did not have expedience 
1. Had experience to a limited extent 
2. Had experience to a considerable extent 
AREA: PERSONNEL MANAGEMENT 227 
(Includes interviewing; selection-, orientation^ direct supervision; 
training; counseling; conducting group meetings; performance 
appraisal; scheduling; development of job descriptions, job 
specifications, and!or performance standards; and personnel records) 
1. Discussions in class and/or with staff advisers concerning 
employment practices for food service personnel (includes such 
subjects as legislation and regulations pertaining to employment, 
local procedures for selection and hiring, management's role in 
unionization, etc.) 
2. Observation of and/or participation in the work performed by 
nonprofessional personnel in the dietary department to gain 
insight into the job requirements of hospital food service 
workers. 
3. Discussion in class and/or with staff advisers concerning need for 
and means of developing harmonious employer-employee 
relations 
4. Being responsible for the supervision of nonprofessional dietary 
personnel 
5. Self-evaluation with staff adviser of my supervisory actions and 
behavior 
6. Observation of and/or participation in the interviewing and 
selection of prospective nonprofessional dietary personnel 
7. Being responsible for scheduling personnel and adjusting 
schedules to meet daily needs 
8. Discussions in class and/or with staff advisers concerning 
techniques, methods, and materials for training 
9. Participation in planning, conducting, and evaluating training 
classes for nonprofessional dietary personnel 
10. Self-evaluation with staff adviser of my presentations of training 
classes 
11. Participation in group sessions with staff advisers where 
organizational personnel problems were discussed and analyzed 
to gain insight into methods for averting and solving personnel 
problems 
12. Being responsible for making decisions in regard to personnel 
actions to be taken 
13. Study and discussion in class and/or with staff adviser of 
personnel records maintained in the dietary department 
14. Being responsible for making entries in personnel records such as 
time and attendance reports or incident records 
15. Study and discussion in class and/or with staff advisers of 
importance and use of written job descriptions, job 
specifications, and performance standards in personnel 
management 
16. Discussions in class and/or with staff advisers concerning 
performance appraisal methods or techniques 
17. Being responsible for conducting meetings with nonprofessional 
dietary personnel 
18. Being responsible for orienting new nonprofessional dietary 
personnel to duties and responsibilities 
17 
DEGREE TO WHICH YOU 
HAD EXPERIENCE 
(Circle one number 
for each item) 
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IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
AREA: PERSONNEL MANAGEMENT (conf ) 
List other internship experiences that you had in the area of Personnel Management that you feel were helpful to 
you in gaining competency in the area. At the end of each experience that you identify, mark j_ if you had the 
experience to a limited extent or mark_2_if you had the experience to a considerable extent. 




IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
0. Did not have experience 
1. Had experience to a limited extent 
2. Had experience to a considerable extent 
AREA: FINANCIAL MANAGEMENT 
(Includes budgeting, accounting records, cost analysis, cost control 
procedures, preparation of financid reports, and determining selling 
prices for menu items) 
1. Discussions in class and/or with staff advisers concerning the 
meaning, purpose, and importance of budgeting, accounting, and 
establishing a cost control system in a hospital dietary 
department 
2. Analysis of the dietary department budget in class and/or with 
staff advisers to gain insight into planning a budget and the need 
for periodic review and adjustment 
3. Planning a hypothetical or actual budget for a dietary 
department or some subdivision of the department 
4. Study and analysis in class and/or with staff advisers of financial 
• reports and records maintained and initiated in the dietary 
department for cost control 
-5. Participation in cost accounting procedures such as making 
entries in accounting records for purchases or sales 
6. Being responsible for preparation of financial reports such as 
daily or monthly food cost reports 
7. Being responsible for performing overall operational cost analysis 
studies (labor, supplies, equipment, utilities, raw food, etc.) 
8. Being responsible for performing other cost analysis studies such 
as comparative studies of food processing and cooking methods 
or manpower costs versus the use of labor-saving equipment 
9. Being responsible for performing studies of menu item 
production costs to determine selling prices of menu items 
10. Being responsible for making and justifying recommendations 
for more effective cost controls such as improved methods for 
labor, equipment, or materiel utilization 
11. Self-evaluation with staff adviser of my understanding of 
financial management and cost control in a dietary department 
DEGREE TO WHICH YOU 
HAD EXPERIENCE 
(Circle one number 

















IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
AREA: FINANCIAL MANAGEMENT (conf) 
List other internship experiences that you had in the area of Financial Management that you feel were helpful to 
you in gaining competency in the area. At the end of each experience that you identify, mark JLif you had the 
experience to a limited extent or mark i^f you had the experience to a considerable extent 




IDENTIFYING YOUR INTERNSHIP EXPERIENCES 
Please make other comments below regarding your internship experiences in ANY AREA that you feel would be of 
value to hospital dietetic internships in planning experiences for future dietetic interns. (Continue on next page if 
necessary.) 
THANK YOU FOR YOUR COOPERATION. PLEASE RETURN QUESTIONNAIRE IN ENCLOSED ENVELOPE. 
-21 -
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APPENDIX B: DESCRIPTIONS OF CATEGORIES OF POSITICWS IN 
DIETETICS 
233 
DESCRIPTIONS OF CATEGORIES OF POSITIONS IN DIETETICS 
Title Description of positions 
1. Hospital therapeutic 
dietitian 
Therapeutic dietitian, medical 
dietitian, or similar title if 
major work emphasis was thera­
peutics or if emphasis was not in­
dicated; any title other than 4, 
5, 6, 7, 8, 9 listed below where 
work emphasis was therapeutic 
dietetics 
2. Hospital administrative 
dietitian 
Administrative dietitian if major 
work emphasis was administration 
or if emphasis not Indicated; any 
title other than 4, 5, 6, 7, 8, 9 
listed below where work emphasis 
was administrative dietetics 
3. Hospital administrative-
therapeutic dietitian 
Any title in hospital dietetics 
other than 4, 5, 6, 7, 8, 9 listed 
below where respondent indicated 
about equal work emphasis in ad­
ministrative and therapeutic 
dietetics 
4. Hospital consultant 
dietitian 
5. Hospital only dietitian 
6. Hospital chief dietitian 
Same as title 
Any title in hospital dietetics 
where evidence indicated individual 
was only dietitian employed 
Chief dietitian, director of diet­
etics, administrative dietitian 
in charge of food service depart­
ment, or similar title where evi­
dence Indicated that more than one 
dietitian was employed 
7. Hospital clinic dietitian 
8. Hospital research dietitian 
9. Hospital teaching dietitian 
Clinic dietitian, outpatient clinic 
dietitian, or nutrition clinic 
dietitian 
Same as title 
Teaching dietitian, dietetic in­
structor, patlent-employee education 
dietitian, dietitian in-charge-of 
training, nutrition Instructor, train­
ing dietitian, and similar titles 
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10. Hospital other dietitian 
11. Nursing home staff dietitian 
12. Nursing home consultant 
dietitian 
13. Public health agency 
nutritionist 
14. Coliege/university food 
service dietitian 
15. School food service dietitian 
16. Other 
General dietitian, hospital 
dietitian, combination titles 
where emphasis of work not given, 
data processing dietitian, systems 
analysis dietitian, or other 
titles that could not be classi­
fied above 
Same as title 
Same as title 
Nutritionists and other positions 
in public health agencies where 
position title not given 
Administrative dietitian, food 
service manage?, food service 
director and similar titles 
Any position in school food 
service at state or local level 
A variety of positions such as 
restaurant managers, nutrition 
consultants with federal agencies, 
or federal programs, home econo­
mists with public utilities, re­
search dietitians with commercial 
firms, food and nutrition teachers 
in secondary school, nutrition 
counselors with religious organiza­
tions, food and nutrition special­
ists with college extension ser­
vices; any position in dietetics 
as defined in the study that could 
not be classified in previous 15 
categories 
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DESCRIPTIONS OF CATEGORIES OF REASONS FOR CHANGING FROM 
FIRST POSITIONS OF EMPLOYMENT IN DIETETICS 
Category 
Personal 
Relocated with husband 
Relocated (marital status 
unspecified) 




Family responsibility, pregnancy, 
illness, or other personal reason 
Married and moved, husband trans­
ferred, to be with husband, to be 
closer to husband's work 
Moved, moved closer to home, wanted 
to see other part of country 
Promotion, advancement, superior 
retired or otherwise left position 
Poor working conditions, low pay, 
unsatisfactory relationship with 
employer, overworked, disliked work, 
no opportunity for advancement, 
hours too long, unchallenglng posi­
tion, wanted more responsibility, 
did not have opportunity to utilize 
professional knowledge and skills, 
tired of routine 
Desired a change 
To attend graduate school 
Wanted a change to a different type 
of institution than a hospital, 
wanted or needed experience in other 
area of profession, was more in­
terested in or preferred another type 
of position 
To go to graduate school, to take 
graduate work, to further my educa­




Higher salary, better working condi­
tions, more challenging or interest­
ing position, more opportunity for 
professional growth, better hours 
Military assignment, religious order 
assignment, assignment by superior, 
was needed for position, or other in­
voluntary reason for changing to 
new position 
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Responsibility of position too 
great, temporary position, wanted 
to be free to travel with husband, 
to accept a full-time position, and 
other reasons not classifiable in 
first nine categories 
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I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C H N O L O G Y  
A m e s ,  I o w a  6 0 0 1 0  
O C P A R T M C N T  O F  I N S T I T U T I O N  M A N A G E M E N T  
Subject: Graduates of Hospital Dietetic 
Internships During 1965, 1966, 
1967 
Promoting EXCELLENCE In educational' programs for the dietitian Is a matter 
of concern to all of us. 
A research project which I am conducting Is planned to study the Internship 
phase of the education of the dietitian. The primary objective of the 
research Is to study relationships between educational experiences provided 
by hospital dietetic Internships and administrative activities In which 
recent graduates participate on the job. 
Both the central office of The American Dietetic Association and the 
Administrative Committee of the Dietetic Internship Council have been con­
sulted regarding this study and have given encouragement and assistance. It 
Is hoped that the study will provide bases for evaluation useful to all of 
us In the profession engaged In the awesome task of providing educational 
programs for the dietitian that meet the demands of an ever-changing world. 
Graduates of hospital dietetic Internships during 1965, 1966, and 1967 will 
be contacted by mailed questionnaire. Because ADA records do not readily 
provide current names and addresses of graduates by year of graduation. Miss 
Marjorle L. White, Dietetic Internship Liaison Director, has suggested that 
I contact you directly for this Information. Would you be willing to assist 
me In this endeavor? Names of Individual Internships and graduates will be 




The information desired Includes the following: 
1. Current names of graduates of your dietetic internship during the 
calendar years 1965, 1966, 1^ 67 
2. Current addresses 
3. Current employment status 
4. Employment history since graduation. 
I recognize that some of the above information may be unknown to you, but 
any that you are able to provide will be greatly appreciated. Sheets for 
the recording of the information and a self-addressed, stamped envelope for 
their return are enclosed. Will you please return the information by 
December 18, 1968. 
The complete report of this research will be presented as a dissertation to 
the Graduate College at Iowa State University. A report will be made to 
The American Dietetic Association and to Hospital Dietetic Internship 
Directors. 
Thank you for your assistance. 
Sincerely yours, 






YEARS 1965, 1966, 1967 
ess 4. Current Employment Status 5. Employment History from Graduation 
to Present (Do NOT include Present) 
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HOSPITAL DIETETIC INTERNS 1965, 1966, 1967 
INSTRUCTIONS FOR COMPLETION OF INFORMATION SHEETS 
If Information requested is not known to you, please indicate UNKNOWN. 
Column 1 Please record the month and year that the individual graduated 
from the internship. 
Column 2 Please record the current name of the graduate and personal title, 
e.g. Miss, Mrs., Mr. 
Column 3 Please record current address of graduate. This may be the resi­
dence or business address. Use as many lines as necessary to 
include complete address. 
Column 4 Please record current employment status as follows: 
a. If employed full or part time in dietetics, indicate full or 
part time, type of position (such as administrative, thera­
peutic, or clinic dietitian), type of institution (such as 
hospital, college residence hall, or nursing home), and 
approximate dates of employment 
b. If NOT employed full or part time in dietetics, indicate 
present status such as full time homemaker, graduate student, 
other employment (please indicate type). 
Column 5 Please record employment history in dietetics since graduation, 
excluding present position, indicating full or part time, type of 
position, type of institution, and approximate dates of employment. 
PLEASE RETURN BY DECEMBER 18, 1968, in the enclosed envelope 
TO: Jeanne P. Sanford 
Institution Management Department 
Iowa State University 
Ames, Iowa 50010 
% 
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I O W A  S T A T E  U N I V E R S I T Y  
O F  S C I E N C E  A N D  T E C H N O L O G Y  
A m e s .  I o w a  5 0 0 1 0  
D E P A R T M E N T  O F  I N S T I TUTION MANAGEMENT MSV 31, 1969 
Dear Dietitian: 
As the world changes at an ever accelerating rate, so does the complexity of the dietetics profession. 
To maintain standards of excellence in our profession, a continuing examination is needed of 
employment demands placed upon the dietitian and of the dietitian's professional education to 
meet these demands. 
Such an examination is the subject of a research project presently being conducted. The purpose of 
the study is to give you who have recently completed a dietetic internship an opportunity to 
provide facts and opinions based on your employment since the internship and your experiences in 
the internship. This information will be of great value in assessing and improving our educational 
programs. 
Both the central office of The American Dietetic Association and the Administrative Committee of 
the Dietetic Internship Council have given encouragement in the development of this study. We 
sincerely hope that you will be willing to give a little of your time in your probably already busy 
schedule to complete the parts of the enclosed questionnaire that pertain to you. 
The questionnaire is divided into two parts; 
Part I is largely concerned with employment and is designed for completion by ALL 
graduates to whom this is being sent. You constitute a member of the statistical sample of 
internship graduates for the years 1965,1966, and 1967. 
Part II of the questionnaire is concerned with selected aspects of the dietitian's first position 
in hospital dietetics and with internship preparation for employment. It is designed for 
completion by those graduates who have been employed in hospital dietetics for at least one 
year since internship. 
Although it is necessary to identify each questionnaire by a code number for follow-up purposes, all 
responses to the questionnaire will be held in strict confidence. Reports of the study will not 
identify individuals or internships. 
Will you please complete the parts of the questionnaire that pertain to you and return by June 17. 
1969 in ^e enclosed self-addressed envelope. A study of this type has not been done before. Your 
participation in the study will make a significant contribution to the profession. 
Sincerely yours. 
Jeanne P. Sanford (Dietitian) 
Graduate Student 
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I O W A  S T A T E  U N I V K H S I T Y  
O F  S C I E N C E  A N D  T E C M N O L O Q V  
A m e s ,  I o w a  5 0 0 1 0  
D E P A R T M E N T  O F  I N S T I T U T I O N  M A N A G E M E N T  
June 18, 1969 
Dear Dietitian: 
A questionnaire was recently mailed to you requesting information relative to your employment 
since completion of your dietetic internship and your opinions regarding your internship 
preparation for employment in dietetics. The data obtained from your responses will be of great 
value in studying the internship phase of the professional education of the dietitian which is the 
subject of my doctoral research. 
The response from those who are included in the statistical sample selected to represent the hospital 
dietetic internship graduates for the years 1965, 1966, and 1967 has been gratifying. However, the 
meaningfulness of this research effort will be enhanced by response from an even larger proportion 
of those selected. As a member of this group, you are in a unique position to make a significant 
contribution to the profession. 
As stated in the previous letter, all responses to the questionnaire will be held in strict confidence. 
Reports of the study will not identify individuals or internships. 
Will you please help us in this endeavor by completing the parts of the questionnaire that pertain to 
you and sending it in today. In the event that you have not received the questionnaire or have 
inadvertently misplaced it, please write your name and address on the enclosed self-addressed 
postcard and mail it to me. I shall be happy to send you a copy immediately. 
If your completed questionnaire is already in the mail, please ignore this second request and accept 
our sincere thanks for your cooperation. 
Very truly yours. 
Jeanne P. Sanford (Dietitian) 
Graduate Student 
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I O W A  S T A T E  U N I V E R S I T Y  
O P  S C I E N C E  A N D  T e C H N O L O a V  
Ames. Iowa 60010 
pCI>ANTMINT or INSTITUTION MANAOtMKNT 
A questionnaire was recently sent to you requesting information relative 
to your employment since completion of the dietetic internship and your 
opinions regarding your internship preparation for employment. This 
questionnaire constitutes a part of my doctoral research study of the 
professional education of the dietitian. Ne feel that you, as a recent 
internship graduate, can provide valuable facts and opinions that will be 
of great assistance in assessing and improving our educational programs. 
For the results of this study to be most meaningful, a high percentage of 
responses from those graduates in the sample selected to represent the 
1965, 1966, and 1967 internship classes is desired. Many of your classmates 
have already returned the completed questionnaire. Won't you help us too 
in this research endeavor. The profession will be the beneficiary. 
It is realized that thoughtful completion of the questionnaire requires 
some time. Because of your busy schedule, you may not wish to complete 
it all in one sitting. Perhaps, you would prefer to spend a few minutes 
a day for several days. The average time required is one hour. 
All responses to the questionnaire will be held in strict confidence. 
Reports of the study will not identify individuals or internships. 
If you do not have a copy of the questionnaire, please return the enclosed 
self-addressed postcard indicating your name and address and I shall send 
you a copy by return mail. 
Your response will be greatly appreciated and very helpful in the study. 
Thank you for your time and assistance. 
Sincerely yours. 
Jeanne P. Sanford (Dietitian) 
Graduate Student 
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Table 27. Degree to which groups of administrative elements formed a 
part of first positions in hospital dietetics classified by 
area of emphasis of work 




Thera- Adminis­ Adminis­ Difference 
peutics tration tration between high 
Group N=314 N=83 N=56 and low mean 
Departmental organization 
and management 1.10 1.65 1.52 0.55 
Personnel management 0.99 2.04 1.67 1.05 
Financial management 0.16 0.91 0.68 0.75 
Menu planning 1.14 1.10 1.48 0.38 
Food purchasing 0.20 1.21 0.76 1.01 
Receipt, storage, and con­
trol of food and supplies 0.43 1.70 1.28 1.27 
Food production 0.64 1.64 1.38 1.00 
Food distribution and 
service 0.94 1.66 1.50 0.72 
Sanitation and safety 1.61 2.53 2.24 0.92 
Equipment operation and 
maintenance 0.71 1.86 1.49 1.15 
Methods improvement 0.79 1.63 1.25 0.84 
Space design and equipment 
selection 0.30 1.08 1.02 0.78 
Educational programs 1.16 1.44 1.64 0.48 
Research 0.50 0.43 0.50 0.07 
*Scale used: 
0 Definitely not a part of the position 
1 A minor part of the position 
2 A substantial part of the position 
3 A very significant part of the position. 
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Table 28. Distribution of responses regarding number of other profes­
sional staff members in the dietary departments of hospitals 
Number of Number of Number of Number of 
other graduates other graduates 
staff who staff who 
members responded members responded 
0 31 18 8 
1 36 19 1 
2 38 20 9 
3 46 21 1 
4 38 22 2 
5 46 23 1 
S 26 24 1 
7 19 25 3 
8 23 26 2 
9 21 27 1 
10 21 30 4 
11 9 32 2 
12 10 33 1 
13 14 35 2 
14 9 37 1 
15 7 40 11 
16 7 48 1 
17 4 
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Table 29. Significant correlations between number of other profes­
sional staff members in dietary departments of hospitals 
where graduates were first employed and degree to which 
administrative elements were a part of first positions 
Elementy Correlation 
number Administrative elements coefficient 
1 Planning departmental objectives -.18 
2 Planning departmental policies -.18 
3 Planning organizational structure -.15 
4 Coordinating activities with other de­
partments -.15 
6 Evaluating departmental activities -.14 
7 Interviewing and selection -.16 
10 Conducting group training programs -.20 
16 Assuring personnel records kept and used .12 
17 Planning departmental budget -.14 
22 Determining selling prices for menu items -.13 
23 Planning regular menus -.15 
24 Planning modified diet menus -.18 
25 Planning menus for special occasion meals -.14 
29 Analyzing market conditions -.13 
37 Food production charting -.16 
38 Development and use of standardized recipes -.14 
39 Methods of quantity food preparation -.20 
43 Patient tray service procedures -.17 
54 Assuring records for equipment repair and 
maintenance kept .21 
57 Determining equipment specifications -.17 
C^orrelation coefficient necessary for significance at .01 level 
is .12. 
N^umber corresponds to element number in questionnaire. Appendix A. 
Table 30. Range of item-total correlation coefficients (r.^ 's), reliability coefficients, range of 
intercorrelations, and average intercorrelations for adequacy ratings for 14 groups of 
administrative elements 
Minimum 
Number acceptable Range of Coefficient Range of Average inter-
of item-total calculated of inter- correlation 
Group elements correlation r. 's reliability correlations coefficient 
Departmental organiza-
tion and management 6 .41 .76 - .82 .92 .55 - .88 .67 
Personnel management 10 .32 • 62 - .76 .92 .40 - .73 .52 
Financial management 6 .41 . 69 - .82 .91 .43 - .75 .63 
Menu planning 6 .41 .67 - .79 .89 .44 - .83 .58 
Food purchasing 3 .58 .81 - .86 .87 .63 - .74 .69 
Receipt, storage, and 
control of food and 
supplies 5 .45 .75 - .85 .90 .54 - .74 .64 
Food production 6 .41 .79 - .85 .92 .54 - .76 .65 
Food distribution and 
service 6 .41 .69 - .79 .86 .32 - .79 .52 
Sanitation and safety 4 .50 .89 - .93 .96 .81 - .92 .86 
Equipment operation and 
maintenance 2 .71 - .  .86 _ - .75 
Methods improvement 1 -  - - - — - - -  -
Space design and equip­
ment selection 2 .71 _ .  .94 _. .88 
Educational programs 1 -  - - - -  - - - -  -
Research 1 — — — — 
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Table 31. Significant correlations ' between degree to which admin­
istrative elements formed a part of first positions and 
adequacy rating for administrative elements 
Element Correlation Element Correlation 
number coefficient number coefficient 
1 .16 37 .20 
2 .14 38 .17 
3 .12 39 .18 
4 .16 40 .27 
5 .20 41 .15 
6 .16 42 .16 
10 .17 45 .17 
12 .16 48 .14 
13 .15 49 .12 
15 .13 50 .13 
20 .15 51 = 20 
23 .15 52 
00 
24 .18 53 .22 
25 .16 54 .20 
26 .15 55 .20 
27 .20 58 .18 
28 .25 59 .32 
36 .15 
Correlations were computed between degree to which element was a 
part of first position (section A, part II of the questionnaire) and 
adequacy rating for corresponding element (section B, part II of the 
ques t ionnaire). 
C^orrelation coefficient necessary for significance at .01 level 
is .12. 
Q 
Number corresponds to element number in questionnaire. Appendix A. 
